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Introduction 
This abstract is composed of six parts including the introduction. 
The purpose of this study was to examine the self-concept and the person¬ 
ality integration of Black school administrators in today's urban environ¬ 
ment. Thus, the major objective of the educational administrator must, 
out of necessity, encompass the leadership qualities vital in achieving 
the educational goals which academically prepare "individual students" 
for a smooth and successful transition into the "societies" of the world. 
I. The Problem 
The specific problem of this study was to investigate the self- 
concepts of a sample of Black school administrators and to compare them 
with standard self-concept norms. Self-concept scores for the study's 
population were obtained by the standardized Tennessee Self Concept 
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Seal e (TSCS). Also, they were compared with population norms of that 
seale. 
II. Population 
The samples on this study were chosen from a population of one 
hundred and sixty Black school administrators working in an urban metro¬ 
politan school system. Specifically, ninety-four Black school adminis¬ 
trators actively participated and returned research questionnaires, giving 
a fifty-nine per cent rate of return. However, because this was not a 
random sample, generalizations of the findings of this study cannot be 
made concerning all Black school administrators. 
III. The Study's Hypotheses 
The study's hypotheses were: 
H0] There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Total Positive Score 
of the Tennessee Self Concept Scale. 
Ha^ There is a difference between Black school administrators and Fitts' 
Norm Group in their mean's score on the Total Positive Score of 
the Tennessee Self Concept Scale. 
HQ2 There is no difference between Black school administrators and 
Fitts' Norm Group on any of the nine sub-scale scores of the 
Tennessee Self Concept Scale. 
H32 There is a difference between Black school administrators and 
Fitts' Norm Group on all of the nine sub-scale scores of the 
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Tennessee Self Concept Scale. Therefore, similar tests were made 
on the nine sub-hypotheses. 
TABLE 1 
t-TEST OF TOTAL POSITIVE SCORES OF BLACK SCHOOL 
ADMINISTRATORS AND FITTS' NORM GROUP 
Mean and Black School Fitts' 
Standard Deviation Administrators Norm Group t-Test Results 
X 360.11 345.57 4.74** 
s 29.78 30.70 Vww'fp <.oi 
In accordance to the findings, the null hypothesis (H0]) was rejected 
and the alternate (Ha^) accepted. At the .01 level, a significant dif¬ 
ference exists between Black school administrators and the Fitts' Norm 
Group in their mean's score on the Total Positive Score of the Tennessee 
Self Concept Scale. 
Thus, it was concluded that there is a significant difference between 
Black school administrators and the Fitts' Norm Group in their mean's score 
on the Total Positive Score of the Tennessee Self Concept Scale. 
H0] was rejected and was accepted that there is a difference 
between Black school administrators and the Fitts' Norm in their mean's 
scores on the Total Positive Score of the Tennessee Self Concept Scale. 
H02 was rejected and Ha^ was accepted that there is a difference 
between Black school administrators and the Fitts' Norm Group on all of 
the nine sub-scale scores of the Tennessee Self Concept Scale. 
An examination of levels of difference using the t-test scores as 
measures reveals that Black school administrators as a group were "strongly 
k 
different" in their Identity, Physical-Self, Behavior, and Moral-Ethical - 
Self scores. (On these tests the Black school administrators were des¬ 
cribing their functions, their state of health, their physical appearance, 
their skills and their moral worth). 
The t-test scores of difference between the Black school administra¬ 
tor's self-concept and the Fitts' Norm Group were "very strongly 
different" on the Social-Self, Personal-Self, and Self-Satisfaction scores. 
These differences reflect the self as it is perceived in relation to 
others, the feeling of adequacy, individual personality, and relationships 
to others. 
Thus, an interpretation of this data incorporating t-test scores as 
a measure of difference suggests that Black school administrators were 
least different in their Family-Self concept (t=4.59), "strongly dif¬ 
ferent" in their Moral-Ethical-Self concept (t=3•71)* and "very strongly 
different" in their Self-Satisfaction (t=7*58). 
IV. Additional Analysis and Findings 
An additional analysis of the t-test differences was incorporated 
in order to get a more indepth picture of the types of degrees of differ¬ 
ence between the self-concept among Black school administrators and the 
self-concept of others. 
According to these t-test levels, the Black school administrators 
are least different from the Fitts' Norm Group in their Identity and 
Self-Criticism scores. However, the Black school administrators pre¬ 
sented a marked defensiveness in their low Self-Criticism, while their 
Family-Self scores indicated their feeling of adequacy, worth, and value 
as a family member were closest to the Fitts' Norm Group. 
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TABLE 2 
AN ANALYSIS OF THE DEGREE OF DIFFERENCE AMONG BLACK 
SCHOOL ADMINISTRATORS' SELF CONCEPT SCORE 
Different Strongly Different Very Strongly Different 
£ £ £ 
Identity 2.48 Physical Self 3.24 Social Self 6.16 
Self Criticism 2.71 Behavior 3-67 Self-Satisfaction 7.58 
Moral-Ethical Self 3-71 Personal Self 8.78 
Family Self 4.59  
A comparison of the mean and standard deviation for the two groups 
(m/f BSA) on the variable of sex is the second part of additional findings. 
In the analysis of sex, it was decided to take the Total Positive Scores 
of the Black school administrators' group and divide them into three 
levels: (1) high, (2) medium, and (3) low. Upon a scanning of the hand- 
plotted data of the Black school administrators' group, it was obvious 
that the frequency of these scores could easily be divided into three 
groups. The scores falling into the 250-350 range were considered low 
scores. Those falling in the 351-375 range were considered medium scores. 
Finally, those scores falling in the 376-425 range were considered high 
scores. Table 3 describes the number and percentage of the Black school 
administrators' group whose Total Positive Scores yielded into each of 
three levels. 
TABLE 3 
TOTAL POSITIVE SCORES OF MALE AND FEMALE 
BLACK SCHOOL ADMINISTRATORS 
Total Positive Number Per Cent 
High (376-425) 26 28 
Medium (351-375) 43 46 
Low (250-350) 25 26 
Totals 94 100 
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Following this a series of cross tabulations of high, medium, and low 
scores were made against the variable of sex (i.e., male; female). 
The reason for testing the Total Positive Score difference against sex 
difference is to see whether or not there are any differences in the total 
self-concept. The purpose was not merely to analyze those differences, but 
to identify the possible existence of such variables. Specifically, the 
testing was administered to determine whether or not any basic differences 
in the total self-concept of Black school administrators existed in terms 
of sex. 
The following is a cross tabulation of high, medium, and low scores 
of male and female Black school administrators. 
TABLE 4 
CROSS TABULATION OF THE BREAKDOWN OF 
TOTAL POSITIVE SCORES BY SEX 
Total Positive Male Female X2 
Hi gh 23% (12) 33% (14) 
Mediurn 55% (28) 34% (15) 4.23 
Low 22% (11) 33% (14) 
Totals 100% (51 ) 100% (43) 
'““Significant differences of .01 level 
(minimum = 9.20 of 2 degrees of freedom) 
--Significant differences of .05 level 
(minimum X^ = 5*99 at 2 degrees of freedom) 
The above table reveals that among those Black school administrators 
with high Total Positive Scores, 23 per cent were males and 33 per cent 
were females. This means that ten per cent more females had a higher 
Total Positive self concept than males. 
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On the medium Total Positive self-concept scores it was found that 
55 per cent of the males had a medium score as compared to only 34 per cent 
females. This means that 21 per cent more males than females fell into 
the medium score range. 
Finally, on the low Total Positive range, it was found that 22 per 
cent of the males fell in this group and 33 per cent of the females. In 
other words, 11 per cent more females than males fell in the low Total 
Posi tive range. 
A chi-square value of 4.23 was obtained, a value which does not 
reveal any statistical significance at the .05 level or the .01 level of 
confidence, (take chi-square and -''.05 = 5-99 at 2 degrees of freedom, 
**.01 = 9-20 at 2 degrees of freedom). Therefore, a statistical difference 
did not exist between the males and females. 
The following table gives both frequency and percentage of Black 
school administrators on their low, medium, and high levels of self-concept 
in terms of years in present position. 
TABLE 5 
YEARS IN PRESENT POSITION 
Total Positive Score Frequency Percentage 
High (8-26) 19 20 
Medium (3-7) 65 69 
Low (0-2) 10 11 
Totals 94 100 
According to the statistical frequency distribution of Black school 
administrators and years in present position, 11 per cent of the total 
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population (N = 9k) was low with a frequency of 10. Twenty per cent of 
the population was considered high with a frequency of 19 and the remaining 
69 per cent fell into the medium frequency level of 65. 
An additional analysis of both male and female Black school adminis¬ 
trators against years in present position is shown in the following ill us— 
tration. 
ILLUSTRATION I 
BLACK SCHOOL ADMINISTRATORS AND THE PETER PRINCIPLE 
(High Total Positive Scores Compared with Years in Present Position 
According to Sex) 
% 
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Finally, an attempt was made to test the concept of the Peter Prin¬ 
ciple. The above illustration demonstrates the results of a three way 
cross tabulation of Total Positive scores, years in present position, and 
sex. The major findings have been that both male and female Black school 
administrators had a higher self-concept of themselves in the 0-2 year 
range than in the 8-26 year range. In other words, the longer they 
remained in their present position the worse their self-concepts became. 
V. Chief Conclusions and Implications 
The following conclusions and implications can be made with respect 
to the findings of the study. Given hypotheses Ha] and it is con¬ 
cluded that: 
1. Black school administrators have a different self-concept from 
the mean group they were tested against. Therefore, it was concluded that 
they have a unique self-concept. 
2. Black school administrators are least different from others in 
their family self-concept, but most different in their self-satisfaction. 
From this it was concluded that Black school administrators are about as 
satisfied in their family life as are other people, but they are most 
dissatisfied in their self-satisfaction. They appeared to be trying to 
over compensate against pressures forcing them toward a lowered self- 
concept. 
The Black male and female group had a very high level of self-concept 
at the 0-2 year level of years in present position. However, as years in 
present position increased (i.e., 0-26 years) the level of self-concept 
decreased. In the long run Black female administrators dropped more 
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sharply in their self-concept than did the Black male administrators. 
Thus, the conclusion is that female Black school administrators self- 
concept is more harshly dealt with over the years (i.e., their self¬ 
esteem is more severely lowered). 
In addition, it was also concluded that the longer one remains in his 
present position, the lower his self-concept becomes. This conclusion 
supports the Peter Principle which states that: "in a hierarchy, every 
employee tends to rise to his level of incompetence." 
3. Black school administrators presented a basic difference in their 
Total Positive self-concept according to sex. Thus, it was concluded that 
the female Black school administrators had a higher overall Total Positive 
self-concept than males. 
VI. Recommended Further Research 
In accordance with the additional findings and implications of this 
study, further research studies are recommended in the following areas: 
1. Replicate the present study in a number of urban and rural areas 
on both Black and White school administrators. 
2. Test the self-concept of public and private educational admin¬ 
istrators at all of the major levels within education (i.e., public schools, 
higher education, adult continuing education). 
3. Test the self-concept of Black school administrators in several 
large urban areas with a population of one or more million when Blacks 
are in the majority and compare it with similar cities with Blacks in 
the minority in terms of their administrative positions. 
In closing, one is reminded of the ancient Japanese Koans by Isan 
when the Zen Master called for his chief monk and told him, "I sent for 
the chief monk not you." If the chief monk was performing his office 
with his whole life he might have struck back at the Master with, don't 
you know, I am the chief monk! with confidence and pride. But he didn't. 
What a pity! He was only occupying his office. 
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1. Black School Administrators and the Peter 




This chapter gives a very succinct introduction of the research 
design and data examined in this study. Information in this chapter falls 
under the following headings: 
1. Statement of the Problem 
2. Significance of the Study 
3. Basic Assumptions 
k. Definition of Terms 
5. General Hypothesis 
6. Null Hypothesis 
7. Theoretical Framework 
8. Interpersonal Self 
9. Limitations of the Study 
10. Overview of the Study. 
Like any other corporate endeavor, the public school system requires 
both conscious and constant administration. Moreover, there exists 
neither a public school system nor an individual school that functions to 
any degree of success without strong and effective leadership. 
Thus, the major objective of the educational administrator must, out 
of necessity, encompass the leadership qualities vital in achieving the 
educational goals which academically prepare "individual students" for a 
1 
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smooth and successful transition into the "societies" of the world. 
In order to perform their duties most adequately, school adminis¬ 
trators, themselves, must be psychologically able to successfully adjust 
to the increased difficulties inherent in today's schools. They must also 
direct their endeavors into constructive paths which are in both the 
guiding and coordinating of the total educational program within their 
jurisdiction. Specifically, then, the ability to be flexible and to adjust 
positively to changing situations seems a necessary survival factor for 
the contemporary school administrator. 
It is now apparent that a brief portion of this introduction needs 
to be directed toward an examination of personality information (i.e., 
self-concept) and its relationship to Black school administrators. 
Self-concept is best understood in terms of both the social context 
and environmental forces which hinge directly upon an individual.^ 
Theodore Newcomb contends that the interaction of both social and psycho¬ 
logical determinants play a vital role in understanding self-concept. 
More specifically, Newcomb focuses upon the importance of the social con¬ 
test in which an individual finds himself. That is, an individual's self- 
concept develops consistent with the meanings of experiences interpreted 
in a context of values and beliefs learned from his primary reference 
2 
groups. The basic attitude formulated from one's primary reference groups 
^Ben Hopkins and Robert Stakenas, "A Study of Self Concepts of Negro 
and White Youth in Segregated Environments," Journal of Negro Education, 
(Fall, 1967), 370. 
o 
Theodore M. Newcomb, Social Psychology (New York: Holt, Rinehart, 
and Winston, 1950), p. 57. 
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provides a frame of reference within one's "self" is perceived. 
Next, it is necessary to relate the above to the effects of a desegre¬ 
gating society on the development of a Black person's self-concept. To 
some people it appears that in a segregated community the incidence of a 
negative self-image should be no greater among Black subjects than among 
white subjects. This is thought to be so because both Black and white 
subjects incorporate the same primary reference groups. One explanation, 
frequently advanced, is that Blacks, as members of a highly-prejudiced 
white society, internalize this prejudiced frame of reference against 
themselves and later transmit it to their children. On the other hand, 
one might also argue that the majority of Blacks subscribe to a kind of 
"self-rejection," both individually and collectively. This suggests a 
group self-concept very much inconsistent with both the social psy- 
L\. 
chologist's views and theories of self-concept development. 
There are at least two sides to self-concept associated with any 
given situation: (1) The self-concept derived from the behavioral role 
played by the individual, and (2) The self-concept derived from evalua¬ 
tions of an individual's experiences based upon a learned frame of refer¬ 
ence.^ Part of the meaning a person associates with his own performance 
in any situation is his perception of himself in a role which is "situation 
bound." In Thomas' term, the person would include himself in any definition 
of the situation. Such a self-perception in normal circumstances would 
3lbid., pp. 232-237. 
k 
Newcomb, o]D. ci t., pp. 319-321. 
^Ibid., p. 330. 
k 
take on meaning by virtue of learned role expectations associated with the 
position assumed by the person.^ For a Black person, as for any individual, 
his self-concept is in part a reflection of the meaning of his performance 
in specified relatively enduring roles plus previously learned attitudes 
and values. 
During the last two decades, there has been an increased attempt on 
the part of the social sciences to suggest that the self-concept one has 
is a critical factor. Self-concept is related to good judgment, effective 
functioning, and the utilization of one's potentialities. Social scien¬ 
tists have attempted to identify those behaviors which define the upper 
levels of human effectiveness. Moreover, they have given thought to the 
crucial question of personality integration, (i.e.,) the possession of a 
highly integrated, well-functioning personality. Thomas, et. al., have 
explored successfully the relationships between self-concept and the highly 
integrated, wel1-functioning personality. Thomas and her colleagues have 
revealed that identifiable patterns of perception definitely exist. 
Furthermore, they have demonstrated that certain patterns of self¬ 
perception reflect a person's degree of self-actualization.^ 
The segregated racist patterns of America have had their devastating 
effects on the personalities of both Blacks and whites; however, the 
greatest damage was done to Blacks who could offer no resistance. Unfor¬ 
tunately, like their white counterparts, the so-called middle class Blacks 
have established unconsciously two distinct groups within the Black race. 
£ 
Barbara K. Thomas, et. al., "Self-Concept and Personality Integra¬ 
tion," The Self-Concept and Self-Actualization, ed. by William FI. Fitts 
(Nashville, Tennessee: The Dede Wallace Center, 1971), pp. 71-78. 
71bid., pp. 76-77. 
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Some of the major distinctions between the two groups are how they perceive 
themselves, how they feel others perceive them, or more directly, how 
different self-concepts develop due to a completely different societal 
reference base. The attitudes, feelings, and aspirational desires of 
nearly all Americans are directed through a socialization process which is 
transmitted to the children through their education. 
The aim of this study will be to address itself to self-concept and 
personality integration of Black school administrators in the modern metro¬ 
politan setting. 
Statement of the Problem 
The general problem of this study is to examine the self-concept and 
the personality integration of Black school administrators in today's 
urban environment. The specific problem of this study is to investigate 
the self-concepts of a sample of Black school administrators and to compare 
them with the self-concept norms. 
Significance of the Study 
The significance of this study is found among the presently unsub¬ 
stantiated idea that Black school administrators possess positive self- 
concepts. These self-concepts are often times reflected in high degrees 
of personality integration. Specifically, this high degree of personality 
integration allows these Black school administrators to exercise a greater 
control over difficult situations in today's challenging school environ¬ 
ment. Furthermore, substantiation of the idea that Black school adminis¬ 
trators possess a high level of self-actualization could be of vital 
importance in future staffing of urban school systems with Black adminis¬ 
trators. 
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Finally, a study of Black educational administration relates not 
only to educational administration but can also shed highly relevant 
insight into understanding the Black community and its culture. 
Basic Assumptions 
This study is based on the following assumptions: 
g 
It is assumed that the Tennessee Self Concept Scale is a useful 
instrument for measuring a Black school administrator's self-concept. 
The particular scale reflects ten self-concept variables. Implicit in this 
assumption is the basic idea that self-concepts can be measured and factu¬ 
ally recorded. The substantiation of such an assumption gives this study 
credibility, and the results can thus be viewed as valid. 
It is further assumed that because this study was conducted by a 
Black educator through a leading Black university, the responses which the 
Black school administrators gave were honest and fully forthright reactions. 
A final assumption focuses on the sample chosen for this study. It is 
assumed that the sample returns were respresentative of an urban Black 
school administration population. To the degree that this assumption is 
valid, the results of this study may be considered to be indicative of 
urban Black school administrators in general. 
Basically, this study is descriptive; therefore, no manipulation of 
the variables was or could be attempted. A basic premise of the study 
was that of providing a primary framework within which the self-concept of 
Black school administrators could be described and analyzed. 
O 
William H. Fitts, Tennessee Self Concept Scale, Manual (Nashville, 
Tennessee: Counselor Recordings and Test, 1965), pp. 1-31. 
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There were no attempts made to evaluate any one particular individual 
group or type of self-concept as being superior to another. 
The basic question to be answered by this study is, "Are there 
observable differences in the self-concept of Black school administrators 
when they compared with a norm group?" If any such differences can be 
demonstrated, they can be further described and analyzed. However, if 
no significant self-concept differences are found, it wi11 be inferred 
that no marked differences in self-concept as measured by this study 
exist. In such an event, the self-concepts of Black school adminis¬ 
trators and other groups will be assumed to be essentially the same. 
Definition of Terms 
Since various definitions of the term "self" have evolved over the 
years, the following terms are defined in order to enhance both the meaning 
and the relevance of self-concept with regard to Black school administra¬ 
tors in today's urban (i.e., metropolitan) environment: 
Self-Concept.— Following an extensive review of the self-concept 
research literature, Wylie states that "self-concept" has assumed either 
one of two definitions commonly used for research purposes: (1) the self 
is viewed as a subject or acting agent, or (2) the self is seen as the 
9 
individual who objectively knows himself. The latter phenomenological 
definition is the one utilized by this study. 
Self-Esteem.— Coopersmith defines self-esteem as the evaluative 
o 
William H. Fitts, The Self-Concept and Human Behavior, Research 
Bulletin No. 1 (Nashville, Tennessee: Nashville Mental Health Center, 
November, 1965), p. 1. 
8 
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attitude which the individual holds toward himself as an object. 
Personality Integration.— Seeman views every individual as a com¬ 
bination of many behavioral systems such as biochemical, physiological, 
emotional, cognitive, and social. He predicts that these individual sub¬ 
systems function more efficiently and adaptively in people who are more 
highly integrated.^ 
General Hypothesis 
This hypothesis is based on the theory held for an extended period 
of time by researchers, psychologists, sociologists, and educators. 
Specifically stated is the belief that Black children and Black people 
generally possess a lower self-esteem than white people. This feeling of 
lower self-esteem (i.e., a depressed self-concept) may be attributed to 
societal racism, deprived socio-economical status, or a number of other 
factors. Nevertheless, it is emphatically clear that regardless of the 
causal factors mentioned, self-concept of Black people in general is 
assured to be below that of other groups. 
It is proposed in this study that due to the aforementioned charac¬ 
teristics and the pressures of desegregation, the self-concept of Black 
school administrators will demonstrate a definite degree of no-positive 
feelings toward themselves. 
In order to test the ideas in this study, the norm group scores of 
the Tennessee Self Concept Scale were used to represent a group other than 
^Stanley Coopersmith, The Antecedents of Self-Esteem (San Francisco: 
W. H. Freeman and Company, 1967), p. 21. 
^Julius Seeman, Toward a Concept of Personality Integration 
(American Psychologists, Vol. XIV, 1959), pp. 633-637. 
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Black school administrators. This instrument yields ten self-concept 
scores to norm group scores all of which were incorporated in testing the 
study's hypotheses. Basically, the ten scores are summarized into Fitts' 
Total P Score, which reflects the overall level of self-concept and self¬ 
esteem. The labels and definitions of the Total P Score and its nine 
sub-scores are explained in the following table. 
TABLE 1 
LABELS AND DEFINITIONS OF THE TENNESSEE SELF CONCEPT SCALE 
Seal es Défi nitions 
Total Positive P This is the most important single score 
which reflects the overall level of 
self-esteem. Persons with high scores 
tend to like themselves, feel that they 
are persons of value and worth, have 
confidence in themselves, and act 
accordingly. People with low scores are 
doubtful about their own worth; see 
themselves as undesirable; often feel 
anxious, depressed, and unhappy; and 
have little faith or confidence in them- 
selves. 
Total P (Positive) 
1. Identity These are the "what I am" items. The 
individual describes his basic identity 
as he seems himself. 
2. Self-satisfaction These items reflect the individual's 
level of self-satisfaction or self- 
importance. 
3. Behavior These items measure the individual's 
perception of his own behavior or the 
way he functions. 
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4. Physical Self Here the individual presents his view 
of his body, state of health, appearance, 
skills, sexuality. 
5. Moral-Ethical Self This score describes the self from a 
moral-ethical frame of reference— 
moral worth, relationships to God, 
feelings of being a "good" or "bad" 
person, and satisfaction with one's 
religion or lack of it. 
6. Personal Self This score reflects the individual's 
sense of personal worth, his feelings 
of adequacy as a person and his 
evaluation of his personality apart 
from his body or his relationships to 
others. 
7- Family Self This score reflects one's feelings of 
adequacy, worth, and value as a family 
member. It refers to the individual's 
perception of self in reference to his 
closest and most immediate circle of 
associates. 
8. Social Self This is one's "self as perceived in 
relation to others." It pertains to 
"others" in a more general way. It 
reflects the person's sense of adequacy 
and worth in his social interaction with 
other people in general. 
9. Self Criticism Here the individual deals with mildly 
derogatory statements that most people 
admit as being true for them. Indi¬ 
viduals who deny most of these state¬ 
ments often are being defensive and 
making a deliberate effort to present a 
favorable picture of themselves. 
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Null Hypothesis 
This study consists primarily of the two hypotheses Hoi and H02 and 
the nine sub hypotheses -| through 
H0i There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Total P Score of 
the Tennessee Self Concept Scale. 
Ha] There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Total P Score of 
the Tennessee Self Concept Scale. 
H02 There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the 9 sub-scales of the 
Tennessee Self Concept Scale» 
Ha There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the 9 sub-scales of the 
Tennessee Self Concept Scale. 
HQ2 I There is no difference between Black school administrators and the 
Fitts' Norm Group on the Identity subtest of the Tennessee Self 
Concept Scale. 
, There is a difference between Black school administrators and the a2 .1 
Fitts' Norm Group on the Identity subtest of the Tennessee Self 
Concept Scale. 
HQ2 2 There is no difference between Black school administrators and 
the Fitts' Norm Group in their mean's score on the self-satis¬ 
faction subtest of the Tennessee Seif Concept Scale. 
FU„ There is a difference between Black school administrators and the dz. 2. 
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Fitts' Norm Group in their mean's score on the self-satisfaction 
subtest of the Tennessee Self Concept Scale. 
HQ2.3 There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the behavior subtest of 
the Tennessee Self Concept Scale. 
Ha, ~ There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the behavior subtest of 
the Tennessee Self Concept Scale. 
H . There is no difference between Black school administrators and the 
°2.4 
Fitts' Norm Group in their mean's score on the physical self 
subtest of the Tennessee Self Concept Scale. 
hL~ , There is a difference between Black school administrators and the a2.4 
Fitts' Norm Group in their mean's score on the physical self 
subtest of the Tennessee Self Concept Scale. 
H02 5 There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the moral-ethical self 
subtest of the Tennessee Self Concept Scale. 
HQ2 £, There is no difference between Black school administrators of the 
Fitts' Norm Group in their mean's score on the personal self 
subtest of the Tennessee Self Concept Scale. 
H , There is a difference between Black school administrators and the a2.6 
Fitts' Norm Group in their mean's score on the personal self 
subtest of the Tennessee Self Concept Scale. 
H02 -J There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the family self subtest 
of the Tennessee Self Concept Scale. 
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H There is a difference between Black school administrators and the 
a2.7 
Fitts' Norm Group in their mean's score on the family self subtest 
of the Tennessee Self Concept Scale. 
HQZ g There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the social self subtest 
of the Tennessee Self Concept Scale. 
H32 g There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the social self subtest 
of the Tennessee Self Concept Scale. 
HQ2 £ There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the self criticism sub¬ 
test of the Tennessee Self Concept Scale. 
Hao Q There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the self criticism sub¬ 
test of the Tennessee Self Concept Scale. 
Theoretical Framework 
Since both the general focus of this study and the definition of 
self-concept have been expressed for purposes of this study, it is appro¬ 
priate at this point to review the important theoretical framework under¬ 
lying this study's findings and its analysis. 
Table 2 synthesizes the "essence" of these theoretical positions. 
TABLE 2 
Authors Key Terms Ideal Definition  
Is the process of makinq 
actual or real, implementing 
or putting into motion, the 
A. H. Maslow Self-actual i zati on 
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TABLE 2—Continued 
Authors Key Terms Ideal Definition 
Self-esteem 
potential resources of the 
individual. Maslow proposes 
that the need for self- 
actualization, the drive to 
become what one is capable of 
being is a basic force that 
influences and motivates much 
of man's behavior. "Their 
behavior is marked by sim¬ 
plicity and naturalness, and 
the lack of artificiality or 
straining for effect." This 
does not necessarily mean 
consistently unconventional 
behavior. ^ 
Is derived from two main 
sources—the self and 
other persons. Esteem is 
earned as one achieves cer¬ 
tain values, or measures up 
to certain standards.^ 
Carl R. Rogers Fully Functioning Is happier, more productive, 
Person more efficient, and develops 
more effectively his own po¬ 
tentialities. Is charac¬ 
terized by self-regulation 
and self-direction. It 
appears that the person who 
is psychologically free moves 
in the direction of becoming 
a more fully functioning per¬ 
son. He is more able to live 
fully in and with each and all 
of his feelings and reactions. 
1 2 
A. H. Maslow, Motivation and Personality (New York: Harper and 
Brothers, 1954), p. 208. 
1 3 
William H. Fitts, The Self Concept and Self-Actualization, Research 
Monograph III (Nashville, Tennessee: Counselor Recordings and Tests, 
1971), p. 19. 
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TABLE 2—Continued 
Authors Key Terms Ideal Definition 
He makes increasing use of 
all his organic equipment to 
sense, as accurately as pos¬ 
sible, the essential situa¬ 
tion within and without.^ 
Personal i ty 
Julius Seeman Integration Is the combination of many 
behavioral sub-systems such 
as biochemical, physiological, 
emotional, cognative, and 
social. Furthermore, he 
predicts that these sub¬ 
systems will each function 
more efficiently and adapt¬ 
ively in people who are more 
highly integrated. His 
theory further predicts that 
these sub-systems interact 
with each other more freely 
and effectively as person¬ 
ality integration increases. ^ 
A. Combs and 
D. Snygg Phenomenal Self All behavior is both deter¬ 
mined by and related to the 
behaving organism's phenom- 
enal field. The phenomenal 
include everythinq of whi ch 
the person is aware of at 
the moment of the action. 
The phenomenal self, it 
should be understood, is not 
a physical entity; that is, 
it does not exist some place 
in our bodies. To the indi¬ 
vidual himself the phenomenal 
^Carl C. Rogers, On Becoming a Person (Boston: Houghton Mifflin 
Company, 1961), p. 191. 
^Julius Seeman, Toward a Concept of Personality Integration 
(American Psychologists, Vol. XIV, 1959)» p. 6ji>. 
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TABLE 2—Continued 
Authors Key Terms Ideal Défi nition 
self is pure abstraction 
inferred from the observed 
behavior and representing 
only an approximation of 
the self experienced by 
the behavior.Such a 
concept is useful in helping 
us to understand and deal 
with problems of human 
behavior. It helps us to 
focus attention upon those 
aspects of the perceptual 
field of particular impor¬ 
tance in understanding 
behavior, and at the same 
time makes it possible to 
exclude many aspects of 
mi nor i mportance. 
Interpersonal Self 
Fitts' way of conceptualizing how individuals function is based on 
the following seven assumptions:^ 
1. Interpersonal relationships are essential to man. Man can hardly 
survive at all without contacts with others and few would choose that 
kind of life, even if it were possible. Interpersonal relationships are 
certainly necessary for self-actualization, as discussed previously. One 
can only satisfy his love and esteem needs, and often his physiological 
16 
Arthur W. Combs and Donald Snygg, Individual Behavior (New York: 
Harper and Brothers, 194-9), pp. 44-45. 
^William H. Fitts, Interpersonal Competence: The Wheel Model, Research 
Monograph, II (Nashville, lennessee: Counselor Recordings and lests, 
1970), pp. 10-12. 
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and safety needs, through interaction with other people. 
2. Communication is the key to competence in interpersonal relation¬ 
ships. By communication, I refer to a two-way process wherein each party 
shares or discloses information about himself which is received and under¬ 
stood by the other party. This kind of communication is the vehicle, or 
means, by which relationships are established and maintained. The 
quality of communication, including non-verbal communication, determines 
the quality of the relationship. Self-actualization entails interpersonal 
relationships which require communication. To improve interpersonal 
competence, we need to concentrate upon communication. 
3. Feelings are crucial variables in interpersonal communication. 
Clear, effective communication between people is difficult to achieve. 
Even when the communication involves nothing more than objective infor¬ 
mation, or purely factual data, people often fail to communicate clearly. 
When emotions and feelings are involved, communication becomes more 
difficult. Yet feelings (love, anger, respect, trust, etc.) are the 
determinants of the quality of relationships. 
4. Interpersonal behavior (including communication styles and 
patterns) is learned behavior. The significance of this assumption lies 
in the fact that learned behavior can be modified. It can be extinguished, 
unlearned, altered, and relearned. Therefore, people can be helped to 
learn new interpersonal behavior. 
5. Feedback facilities learning. It is well established that 
knowledge of results facilitates both learning and performance. (Fitts 
and Posner, 1967). The development of interpersonal competence requires 
involvement in interpersonal relationships characterized by the kind of 
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communication which provides accurate feedback. 
6. The behaviors and feelings involved in interpersonal relation¬ 
ships are subject to varying degrees of control by the individual. Some 
theorists still see man as totally responsible for, and thus able to con¬ 
trol, all of his behavior. Others see man as a rather helpless pawn who 
is controlled by his unconscious, by his environment, or by previous 
learning. It is Fitts' contention that man can control some of his 
behavior directly. Other behaviors, such as feelings, cannot be directly 
controlled, but the individual can influence these behaviors indirectly 
by changing those which he can control. 
7. A reciprocity principle operates in most interpersonal relation- 
ships. This is the key assumption in Fitts' conception of self-concept. 
It may be an indirect, or quid pro quo, kind of reciprocity; "you be nice 
to me and I will be nice to you." My mother habitually smiles at everyone 
she meets as she walks along the street and it is rare when she fails to 
elicit a smile in response. Generally, if we are respectful, courteous, 
and considerate of other people, they tend to respond in kind. This is 
not universally true, but it tends to be true most of the time with most 
people. The reciprocity principle is perhaps even more valid in its 
negative applications. Insult someone, or attack him, or get angry with 
him, and he will probably reciprocate with similar behavior. 
Fitts further states that the importance of the reciprocity principle 
is that it points up the influence which each of us can exert in our 
relationships. We all want and need certain reactions and responses from 
others, such as love, respect, and trust. Maslow's theory maintains that 
such responses are essential for our self-actualization. Many people feel 
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helpless in terms of getting these needed responses from others; they 
approach others in a passive way expecting little, offering little, and 
receiving little. Yet, the reciprocity principle suggests a very simple 
solution: "offer to others what you seek from them and they will tend 
I o 
to reciprocate." 
Limitations of the Study 
First, this study's Black school administrators could not be compared 
to a national norm for Black school administrators because such an instru¬ 
ment does not presently exist. It is for this specific reason, with 
previous consent from Dr. William H. Fitts at Vanderbilt University that 
data from this study will be sent to him for the purpose of assistance in 
the creation of such a norm. 
Second, the population sample of this study consisted of one major 
Eastern urban school system. This was done in order to generate some 
preliminary descriptions and evaluations of Black school administrators. 
In general, it would be necessary to repeat the present study in a number 
of Eastern urban and rural school systems before any conclusive summary 
concerning all Blacks or all Black school administrators can be determined. 
Third, like most self-administered questionnaires, this study is 
limited by such factors as effective paper and pencil communication, proper 
completion of questionnaires, and the achievement of an adequate return 
rate. 
18 Ibid., p. 12 
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Overview of the Study 
As an introduction, Chapter I has discussed both the problem and 
rationale of this study. Moreover, it has encompassed the following 
factors: (a) the statement of the problem, (b) the significance of the 
study, (c) definitions of terms, (d) the study's general null and alter¬ 
nate hypotheses, and (e) the limitations of the study. 
Chapter II contains: (a) related literature, (b) conceptual frame¬ 
work, (c) educational administration, (d) Black school administrators, 
and (e) self-concept. Also, a brief history of the following is given: 
(a) self-concept, (b) Black school administration and educational policy, 
(c) self-concept literature, (d) Fitts' Tennessee Self Concept Scale, 
and (e) summary. 
Chapter III contains: (a) methods, (b) instrumentation, (c) popula¬ 
tion, (d) collection of data, and (e) analysis of data, and summary. 
Chapter IV contains: (a) findings and discussion, (b) self-concept 
profile of Black school administrators, (c) testing of the hypotheses, 
(d) broader findings, (e) related findings, (f) discussion of findings, 
and (g) summary. 
Chapter V contains: (a) additional findings, parts I and II. 
Chapter VI contains: (a) conclusions and implications, (b) summary 
of study's findings, (c) factors limiting conclusions, (d) educational 
administration, (e) self-concept, (f) self-concept as a social psycho¬ 
logical, (g) implications, (h) further research, and (i) a closing state¬ 
ment concerning Black school administration in America today. 
CHAPTER II 
REVIEW OF THE LITERATURE 
Literature related to this study is incorporated in this chapter 
under the headings: 
1. Conceptual Framework 
2. Brief History of Self-Concept 
3. Review of Self-Concept Literature 
4. Self-Concept Measurement 
5. William H. Fitts' Tennessee Self Concept Scale 
6. Education Administration, Black Educational Administration 
and Self-Concept 
7. The Black School Administrators and Educational Policy. 
Conceptual Framework 
The theoretical focus of this study has already been expressed. Also, 
the general level of self-concept has been operationally defined for the 
purpose of this study. Now it is appropriate to review several important 
concepts which will be used later when analyzing the study's findings. 
It is stating the obvious to say that how one perceives himself depends, 
to a large extent, upon the role assumed at a particular time and in a 
specific situation. This notion is embodied in theories about the develop¬ 
ment of the self-concept which have been expressed over the years, as was 
indicated in Chapter I. Probably much of the recent literature in this 
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field has been influenced by the writings of Carl Rogers. According to 
Rogers, the core of each person is striving for one central search, asking 
"who am I, really?" In Rogers’ view, "the organism has one basic tendency 
and striving—to actualize, maintain and enhance the experiencing organ¬ 
ism."^ More recently, Rogers suggested that the process of becoming a 
real person involves an atmosphere in which the person 
...can move in his thinking and feeling and being, in any 
direction he desires....He begins to drop the false fronts, 
or the masks, or the roles, with which he has faced life, 
he appears to be trying to discover something more basic, 
something more truly himself.^ 
Combs and Snygg place great emphasis on social relationships and 
action as a developer of the self-concept. In particular, they stress 
the identification with others as one of the main characteristics of the 
truly adequate person, i.e., the person with the more adequate self- 
3 
concept achieves greater identification with others. 
Self-actualization is another term relating to the concept of "self." 
It is a term credited to Maslow who reports that self-actualizing indi¬ 
viduals have deeper and more profound personal relationships than do 
individuals with negative self-concepts. He further describes these 
individuals as capable of more ruling out of ego boundaries than most 
people. They are also characterized as more democratic than authoritarian. 
^Carl R. Rogers, Client-Centered Therapy (Boston: Houghton Mifflin 
Company, 1951), p. 487. 
o 
Carl R. Rogers, On Becominq A Person (Boston: Houghton Mifflin 
Company, 1961), p. 109. 
^Arthur W. Combs and Donald Snygg, Individual Behavior (New York: 
Harper and Brothers, 1959), p. 131. 
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In essence, Maslow refers to these individuals as having "the most psycho¬ 
logically healthy personalities, and those who must fully express them¬ 
selves."^ 
There have been numerous efforts to describe a "healthy" personality 
in addition to those cited studies of self-concept and self-actualization. 
Yamamoto reviewed the literature in 1966 which identified several des¬ 
criptive terms attributed to distinguished theoreticians concerned with 
"healthy" self concepts—the subject of particular concern in the present 
study—which are presented in Table 3.'’ 
Brief History of Self Concept 
Man has always been interested in understanding the causes of his 
situations. Somewhere in the beginning of his history he began to give 
serious thought to his non-physical self, and during the Middle Ages the 
concept of self, or soul, was further developed. Philosophers down 
through the ages have continued to examine and discuss the spirit of self. 
Many terms have been used to describe the self. Purkey states that 
writers have described this awareness of self in terms of spirit, psyche, 
6 mind, soul, and self, often used interchangeably. 
Furthermore, many writers have described the characteristics of the 
self. Murphy indicates that there are always at least two selves: a 
self "observed" with whatever degree of realism one can master, and a 
^Abraham H. Maslow, Motivation and Personality (New York: Harper 
and Row, 1954), pp. 201-202. 
^Kaoru Yamamoto, "The 'Healthy Person': A Review," Personnel and 
Guidance Journal, XLIV (February, 1966), 596-603. 
^Wilborn W. Purkey, Self Concept and Self-Achievement (Englewood 
Cliffs, New Jersey: Prentice-Hall, Inc., 1970), pp. 49-56. 
TABLE 3 
MODELS OF A HEALTHY PERSON POSTULATED BY DISTINGUISHED THEORETICIANS 




Openness to experi¬ 
ence and acceptance 




Trust in one's 
organism 




Growth and self¬ 
actual ization Ego extension 
Social responsi- 
bi1ity 






regard for al 1 
Identification with 
others 
aE. J. Shoben, Jr., "Toward a Concept of the Normal Personality," American Psychologist, XII 
(1957), pp. 183-189. 
^Marie Jahoda, Current Conceptions of Positive Mental Health (New York: Basic Books, 1958). 
CG.W. Allport, Personality and Personal Encounter (Boston, Massachusetts: Beacon Press, I960). 
^C.R. Rogers, "Toward Becoming a Fully Functioning Person," in Perceiving, Behaving, Becoming, 
ed. by A. W. Combs (Washington, D.C.: A.S.C.D., Department of the National Education Association, 
1962), pp. 21-34. 
eA.W. Combs, ed., "A Perceptual View of the Adequate Personality," in Perceiving, Behaving, 
Becoming, (Washington, D.C.: A.S.C.D., Department of the National Education Association, 1962), 
pp. 50-64. 
TABLE 3—Continued 




phy of 1ife 
Living as a 
process 
Autonomy Realistic per¬ 
ception 





ski 11 s and 
abi1ities 
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self clearly or dimly glimpsed as "something to be realized."? Purkey 
lists the characteristics of the self as: (a) that the self is organized 
and dynamic; (b) that to the experiencing individual the self is the 
center of his personal universe; (c) that everything is observed, inter¬ 
preted, and comprehended from this personal vantage point, and (d) that 
human motivation is a product of the universal striving to maintain, 
8 
protect, and enhance the self. 
According to Mead the language process is essential for the develop¬ 
ment of the self. He states that the self has a character which is 
different from that of the physiological organism proper. Also, Mead 
contends that the self is something which has a development; it is not 
initially there, at birth, but arises in the process of social experience 
and activity; that is, it develops in the given individual as a result of 
his relations to that process as a whole and to other individuals within 
9 
that process. 
As a child's range of interpersonal experiences and relations widens, 
his identifications become more varied and more diverse. Super states in 
his findings that he is both like and unlike the objects of his identi¬ 
fications; he begins to develop a concept of himself as a distinct person, 
as self rather than as other. This self has some characteristics like 
those of others and some which seem to be peculiarly his own.^ 
^Gardner Murphy, Personality—A Biological Approach to Origins and 
Structure (New York: Basic Books, Inc., 1967)» pp. 29-36. 
Q 
Wilborn W. Purkey, o£. cit., pp. 49-56. 
^George H. Mead, Mind, Self and Society (Chicago: University of 
Chicago Press, 1965), pp. 80-84. 
^Donald E. Super, The Psychology of Careers (New York: Harper and 
Row, 1957), pp. 49-53. 
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These ideas of self may or may not be realistic, but as the child 
goes through life he tries out these ideas of himself on various persons 
and in various activities. According to Super, aspects of the self con¬ 
cept which bring satisfaction are retained while those which do not bring 
satisfaction are rejected and replaced by traits and behaviors which 
stand the test of reality. 
May proposed four stages of consciousness of one's self. The first 
is that of the "innocence" of the infant before consciousness of self is 
born. The second is the stage of "rebellion", when the person is trying 
to become free to establish some inner strength in his own right. The 
third stage is one in which a person can to some extent see his errors, 
make some allowance for his prejudices, use his guilt feelings and 
anxiety as experiences from which to learn, and make his decisions with 
some responsibility. This is called the "ordinary consciousness of self." 
The fourth stage is experienced only rarely by most individuals and is 
called the "creative consciousness of self." ^ 
Just before the turn of the present century, when psychology became 
an official discipline and science of human behavior, James wrote his 
Principles of Psychology, and his chapter "The Consciousness of Self" was 
the longest in the two volumes. He stated that the self included spirit¬ 
ual, material, and social aspects. James' view of self incorporated 
feelings and attitudes along with a principle of causality. 
James emphasized the importance of self in contemporary psychology. 
^Rolls May, Man's Search for Himself (New York: Norton and Com¬ 
pany, 1953), pp. 86-91. 
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He called the self, or self functions, the "propriate" functions of the 
personality, and argued for a purposeful, rational man, aware of himself 
1 2 
and controlling his future through his aspirations. 
Freud's writings were concurrent with the beginning period of scien¬ 
tific psychology. He gave attention to the self under the concept of 
ego development and functioning. Freud described the ego as a functional 
agent or executive of the personality which makes rational choices and 
1 3 
controls action in the healthy person. This concept of ego was given 
increased attention by his daughter, Anna Freud, who built a respected 
14 
place for it in therapy. 
As previously mentioned in this chapter, Mead's self was an object 
of awareness, and he described in detail how the self is developed through 
transactions with the environment. He observed that personality was 
determined by socio-psychological factors. 
Also previously discussed was Murphy's description of the self. 
Murphy discussed the origins and modes of self-enhancement and the rela¬ 
tion of the self to the social group. He expanded the objectified self, 
as did Mead, and delimited the self-process primarily to defensive¬ 
enhancing functions. 
Rogers presented a system of psychotherapy called "nondirective," 
which was built around the self in human adjustment. He viewed the self 
as a phenomenological concept which is of central importance to that 
I O 
William James, Principles of Psychology (Volume 2, New York: 
Holt, Rinehart and Winston, Inc., 1890), pp. 127-133. 
1 3 
Sigmund Freud, A General Introduction to Psychoanalysis (Garden 
City, New York: Garden City Publishing Company, 1943), pp. 49-54. 
14 
Anna Freud, The Ego and the Mechanisms of Defense (New York: 
International Universities Press, 1946), pp. 12-14. 
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individual's behavior and adjustment.^ 
Combs and Snygg stated that they believed that a persons' behavior is 
the result of his perception of the situation and himself at the moment of 
his action.^ In other words, awareness is the cause of behavior. Combs 
and Snygg's insistence on giving major importance to the ways in which 
people see themselves and their environment was a significant contribu¬ 
tion to psychology and education. 
Review of Self Concept Literature 
According to Fitts, the self and the self-concept have been topics 
of concern to behavioral scientists since the days of William James. 
Sociologists, psychiatrists, theologi cans, philosophers, educators, 
anthropologists, and psychologists have come increasingly to view the 
self concept as a kind of central construct for the understanding of 
people and their behavior. 
The professional literature is now replete with thousands 
of theoretical articles and research studies about the self 
concept. A while theoretical school or system, known as self 
theory, has evolved as evidenced by works of people like Rogers, 
Combs, and Snygg, Lecky, Wylie, and others. 
Self theory is strongly phenomenological in nature and 
based upon the general principle that man reacts to his phenom¬ 
enal world in terms of the way he perceives this world. Probably 
the most salient feature of each person's phenomenal world is his 
own self—the self as seen, perceived, and experienced by him. 
This is the perceived self or the individual's self concept. 
The term self concept is much more commonly used than the simpler 
term self, because man is not always aware of his absolute, true, 
or actual self but only of his own concepts and perceptions of 
himself. The self concept, or self image, is learned by each 
^Carl R. Rogers, On Becoming a Person (Boston: Houghton Mifflin 
Company, 1961), p. 109. 
16 Arthur W. Combs and Donald Snygg, Individual Behavior (New York: 
Harper and Brothers, 1959), p. 131. 
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person through his lifetime of experiences with himself, with 
other people, and with the realities of the external world. 
Self theory holds that man's behavior is always meaning¬ 
ful and that we could understand each person's behavior if we 
could only perceive his phenomenal world as he does. Since 
this is impossible, our closest approximation is to understand 
this individual's self concept. The importance of the self 
concept is illustrated by the fact that not only is the self the 
most prominent aspect of the individual's phenomenal world, but 
it also tends to be the most stable feature. The person's 
environment is constantly shifting and changing but the self 
concept is relatively fixed and stable. Furthermore, self 
theory holds that the self concept is the frame of reference 
through which the individual interacts with his world. Thus, 
the self concept is a powerful influence in human behavior.17 
Fitts and others reported that there is a relationship between per¬ 
ceptions of self and the way one reacts to life's happenings. Persons 
with positive self-concepts gave evidence of being able to use both 
negative and positive experiences to enhance their psychological growth, 
while persons with negative self-concepts became more defensive and wary 
of life as a result of negative experiences. 
Consistent with these findings, Fitts indicated that persons who 
were perceived by their peers as being unusually effective, typically 
evidenced more positive self-concepts than did persons who were perceived 
as more nearly average in their day-to-day behavior. He summarized his 
findings by saying that the theory and data are in agreement in the 
identification of a variety of ways in which the unusually effective 
person differs from his more average fellows. No variable appears to be 
more consistent in its association with behavioral competence than the 
self concept.^ 
William H. Fitts, The Self Concept and Self-Actualization (Nash¬ 
ville, Tennessee: Research Monograph Number 3, Counselor Recordings and 
Tests, 1971 )» p. 3. 
18 
Ibid., pp. 6-7. 
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Maslow's Hierarchy of Basic Needs 
According to Maslow, most people seem to have basic needs in the 
order indicated below: 
1. There are some people in whom, for instance, self-esteem 
seems to be more important than love. This most common 
reversal in the hierarchy is usually due to the develop¬ 
ment of the notion that the person who is most likely to 
be loved is a strong or powerful person, one who inspires 
respect or fear, and who is self-confident or aggressive. 
Therefore, such people who lack love and seek it may try 
hard to put on a front of aggressive, confident behavior. 
But essentially, they seek high self-esteem and its 
behavior expressions more as a means to an end than for 
its own sake; they seek self-assertion for the sake of 
love rather than for self-esteem itself. 
2. There are other apparently innately creative people in 
whom the drive to creativeness seems to be more important 
than any other counterdeterminant. Their creativeness 
might appear not as self-actualization released by basic 
satisfaction, but inspite of lack of basic satisfaction. 
3. In certain people the level of aspiration may be per¬ 
manently deadened or lowered. That is to say, the less 
prepotent goals may simply be lost, and may disappear 
forever, so that the person who has experienced life at a 
very low level, i.e., chronic unemployment, may continue 
to be satisfied for the rest of his life if only he can 
get enough food. 
4. The so-called psychopathic personality is another example 
of permanent loss of the love needs. These are people 
who, according to the best data available, have been 
starved for love in the earliest months of their lives 
and have simply lost forever the desire and the ability 
to give and to receive affection (as animals lose sucking 
or pecking reflexes that are not exercised soon enough 
after birth). 
5. Another cause of reversal of the hierarchy is that when 
a need has been satisfied for a long time, this need may 
be under-evaluated. People who have never experienced 
chronic hunger are apt to underestimate its effects and 
to look upon food as a rather unimportant thing. If they 
are dominated by a higher need, this higher need will 
seem to be the most important of all. It then becomes 
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possible, and indeed does actually happen, that they may, 
for the sake of this higher need, put themselves into the 
position of being deprived in a more basic need. 
6. Another partial explanation of apparent reversals is seen 
in the fact that we have been talking about the hierarchy 
of prepotency in terms of consciously felt wants or desires 
rather than of behavior. Looking at behavior itself may 
give us the wrong impression. 
7. Perhaps more important than all these exceptions are the 
ones that involve ideals, high social standards, high 
values, and the like. With such values people become 
martyrs; they will give up everything for the sake of 
a particular ideal, or value. These people may be 
understood, at least in part, by reference to one basic 
concept (or hypothesis), which may be called increased 
frustration-tolerance through early gratification.19 
He summarized his findings by saying that people who have been satis¬ 
fied in their basic needs throughout their lives, particularly in their 
earlier years, seem to develop exceptional power to withstand present or 
future thwarting of these needs simply because they have strong healthy 
character structures as a result of basic satisfaction. They are the 
strong people who can easily, when confronted with disagreement or oppo¬ 
sition, swim against the stream of public opinion, and stand up for the 
truth at great personal cost. It is just the ones who have loved and 
have been well loved, and who have had many deep friendships who could 
on 
hold out against hatred, rejection, or persecution. 
Self-Concept Measurement 
In her extensive review of the self-concept literature, Wylie 
19Abraham H. Maslow, Motivation and Personality (New York: Harper 
and Brothers, 195*0» PP- 98-100. 
^Ibid., p. 100. 
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encountered incomplete and overlapping theories, with no single theory 
receiving extensive, empirical exploration. She summarized her im¬ 
pressions of the literature in words which one finds commonly echoed 
in subsequent research: 
On the whole, we have found that there are enough positive 
trends to be tantalizing. On the other hand, there is a good 
deal of ambiguity in the results, considerable apparent con¬ 
tradictions among the findings of various studies, and a 
tendency for different methods to produce different results 
in short, the total accumulation of substantative findings 
is disappointing, especially in proportion to the great 
amount of effort which obviously has been expended.21 
Briefly, Wylie cited several common shortcomings in the 879 studies 
which she reviewed. She found an overemphasis on empirical or face 
validity with insufficient stress on the importance of construct validity 
in instruments intended to measure the phenomenon of self concept. 
Most of the instruments had only been used in one study, and many of the 
articles describing the use of various instruments gave incomplete 
descriptions of those instruments. In general, she found vague methodo¬ 
logical procedures which prevented replication of the studies, absence of 
independent and objective judgments of subjects, and a tendency to over- 
22 
generalize the conclusions and study implications. 
Moreover, the instruments most frequently used, according to Wylie, 
developed from the Q. sort method designed by Stevenson in 1935, and 
modified during the 1950s by Butler and Haigh, Dymond, and others. 
Adjective check lists constructed by Berger (in 1952), Gough (in 1952), 
^Ruth C. Wylie, The Self Concept (Lincoln, Nebraska: University of 
Nebraska Press, 1969), p. 317. 
22Ibid., pp. 23-317. 
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and an Index of Adjustment and Values developed by Bills (in 1956), are 
included among other rating scales for indexing self regard cited by 
Wylie. Several of these scales have been revised or expanded in recent 
years. 
The Tennessee Self Concept Scale was selected for this study because, 
despite the shortcomings it shares with other self report type instru¬ 
ments, it has several excellent features not contained in any of the 
other instruments. J While a complete description of the Tennessee 
Self Concept Scale is presented in the next chapter, suffice it to say 
that it yields indices on various areas of the self, moral-ethical self, 
personal self, family self, and social self. This multidimensional 
approach is consistent with modern phenomenological theory. Furthermore, 
there is a substantial amount of experimental evidence to support a 
multidimensional approach to measuring the self. In this connection, the 
author of the scale, William H. Fitts, provides current bibliographies 
to Tennessee Self Concept Scale users which include published and unpub¬ 
lished research. He also encourages comparisons with the Tennessee Self 
Concept Scale data base. As a result, a considerable body of evidence 
has accumulated in recent years with regard to the validity of the 
Tennessee Self Concept Scale. In addition to normative and interpretive 
material in the Tennessee Self Concept Scale Manual, periodic bulletins 
such as the recently published bulletin number six provides empirical 
data and results of major findings from a number of studies using the 
scale 
24 
Tenne _ . 1-31 
Manual (Nashville 
^Ibi d., pp. 1-31. 
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The measurement of a person's self-concept, regardless of the 
instrument used, needs to take into consideration the total person. One 
important part of a person's totality is his occupational identity; 
therefore, it is significant for us to review critically the literature 
relating to the Black school administrators. 
William H. Fitts' Tennessee Self Concept Scale 
The Tennessee Self Concept Scale was selected for this study because, 
despite the shortcomings it shares with other self report type instru¬ 
ments, it has several excellent features not contained in any of the 
25 other instruments. 
The following nine sub-scale scores and Total Positive score will 
be used in this study. The remaining nineteen will be explained in 
Appendix A. 
Identity. These are the "what I am" items. Here the individual is 
describing his basic identity, i.e., what he is as he sees himself. 
Self Satisfaction. This score comes from those items where the 
individual describes how he feels about the self he perceives. In 
general this score reflects the level of self-satisfaction or self¬ 
acceptance. An individual may have very high scores on Row 1 and Row 3 
yet still score low oa Row 2 because of very high standards and expect¬ 
ations for himself. Or vice versa, he may have a low opinion of himself 
as indicated by the Row 1 and Row 3 scores yet still have a high Self 
Satisfaction Score on Row 2. The scores are therefore best interpreted 
25lbid. 
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in comparison with each other and with the Total P score. 
Behavior. This score comes from those items that say "this is what 
I do, or this is the way I act." Thus, this score measures the indi¬ 
vidual's perception of his own behavior or the way he functions. 
Physical Self. Here the individual is presenting his view of his 
body, his state of health, his physical appearance, skills and sexuality. 
Moral-Ethical Self. This score describes the self from a moral- 
ethical frame of reference, i.e., moral worth, relationship to God, 
feelings of being a "good" or "bad" person, and satisfaction with one's 
religion or lack of it. 
Personal Self. This score reflects the individual's sense of per¬ 
sonal worth, his feelings of adequacy as a person and his evaluation of 
his personality apart from his body or his relationships to others. 
Family Self. This core reflects one's feelings of adequacy, worth, 
and value as a family member. The score refers to the individual's per¬ 
ception of self in reference to his closest and most immediate circle of 
associates. 
Social Self. This is another "self as perceived in relation to 
others" category but pertains to "others" in a more general way. The 
score reflects the person's sense of adequacy and worth in his social 
interaction with other people in general. 
The Self Criticism Score. This scale is composed of ten items. 
These are all mildly derogatory statements that most people admit as 
being true for them. Individuals who deny most of these statements most 
often are being defensive and making a deliberate effort to present a 
favorable picture of themselves. High scores generally indicate a normal, 
37 
healthy openness and capacity of self criticism. Extremely high scores 
(above the 99th percentile) indicate that the individual may be lacking in 
defenses and may in fact be pathologically undefended. Low scores indi¬ 
cate defensiveness, and suggest that the Positive Scores are probably 
defensiveness. 
Total Positive Score (Total P). This is the most important single 
score on the scale in that it reflects the overall level of self-esteem. 
Persons with high scores tend to like themselves, feel that they are 
persons of value and worth, have confidence in themselves, and act 
accordingly. People with low scores are doubtful about their own worth; 
see themselves as undesirable; often feel anxious, depressed, and unhappy; 
2.6) 
and have little faith or confidence in themselves. 
Black educators have not been and, apparently, cannot be winners 
while a public school system is in the process of desegregation. The only 
possibility that they can finally be winners will be if school systems 
will move into a mode of integration where there is positive social 
interaction, mutual cultural respect, and opportunity for job security 
and advancement based upon a true equality of status among all educators 
in the school system. 
Educational Administration, Black Educational 
Administration and Self-Concept 
One of the greatest educational challenges in Eastern urban centers 
today is the urgent need for equalizing academic opportunities through 
both the racial and socio-economic integration of school enrollments. 
26 Ibid., pp. 2-5 
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However, McKelvey and Swanson state to meet this challenge: 
More financial and human resources need to be directed toward 
increasing and improving knowledge and understanding of the 
school desegregation problem.27 
Therefore, both administrators and supervisors of school systems 
comprising metropolitan areas, as well as university personnel who train 
the professional staff of these schools, definitely need to understand the 
effects of the desegregation problem on urban school administration. 
Futhermore, McKelvey and Swanson stated: 
This republic has been rapidly transformed into an urban 
society. All areas of society—economic, social, political — 
reflect this increasing rate of change, and the problems 
associated with it. Urban centers are now struggling for their 
very existence. The change in the overall society from rural 
to urban cannot help but increase the demands upon urban educa¬ 
tional administrators. Problems of negotiation, desegregation, 
finance, and community demands for increased services can be 
identified daily by the urban school administrator—be he super¬ 
intendent or building principal.28 
However, "the future for the predominantly Negro urban center is not 
bright. The politics of transition are not pleasant politics. We can 
recall historically what happened when the Irish took over Boston and 
turned it into a kind of Sherwood Forest with Robin Hood and his merry 
men fleecing every tax payer from the Boston community who wandered 
through. It took a long time to change. It made for pleasant legends 
29 
but very bad civics." Specifically, what the Negro is going to inherit 
30 
in the central city is the deficit of the American economy. 
2^Troy V. McKelvey and Austin D. Swanson, Urban School Administration 
(Beverly Hills, California: Sage Publications, Inc., 1969), p. 9. 
2^Ibid., p. 9. 
29Ibid., p. 11. 
30 
Ibid., p. 31* 
39 
With rapid staff desegregation, the young Black, graduating from 
college and prepared for the teaching profession, may find getting 
employment a difficult task. In 1965, the National Educational Association 
Task Force reported: 
One of the most important factors concerning the Negro teachers 
in the South is the reduction of opportunities for recently 
graduated, certified teachers to gain employment in the teaching 
profession. It appears that for the years just ahead, except 
where race is not used as a criterion in selection of new 
teachers, young Negroes will experience even greater difficulty 
in attaining teaching positions.31 
The experienced Black educator employed initially for the purpose of 
educating Black pupils in a racially segregated school found, as school 
desegregation proceeded, in many instances his services were no longer 
desired. For example, in a small Florida town, on June 8, 1965, it was 
reported that all of the Black teachers were dismissed. Some were area 
natives with master's degrees which made little difference because some 
less-qualified whites were retained." Such actions have been attributed 
to the prevailing attitudes among many white citizens, school board 
members, and school administrators that Blacks, both pupils and staff, 
33 
were intellectually inferior. As this practice became widespread, 
the consequences extended beyond the Black educators involved. Often, 
the Black educators represented the only semblance of a Black middle- 
class group in the area where they reside and their loss to the community 
31 
Report of Task Force Survey of Teacher Displacement in Seventeen 
States, Robert L. Cousins, Chairman (Washington, D.C.: National Education 
Association, December, 1965), p. 25. 
32St. Petersburg Times, June 15, 1965, p. B-l. 
33Report of Task Force Survey of Teacher Displacement in Seventeen 
States, op. cit., p. 22. 
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had ramifications far beyond the school.34 An article written in 1965 
stated the consequences as follows: 
. . . teaching long has been an important occupation for the 
educated Black man—particularly in the South, where it was 
one of few outlets for his talents. As a result, teachers 
have become the backbone of many Southern rural communities, 
and their absence will be a sociological shock.35 
Experienced Black teachers have found holding and regaining employ¬ 
ment difficult; moreover, the Black school administrator may have had the 
most difficult experiences of all. Many Black school administrators have 
been displaced, demoted, dismissed, assigned jobs outside their field of 
competence, or even returned to the classroom as a teacher at reduced pay, 
status, and prestige. Such experiences have caused irreparable damage to 
their self-esteem. Desegregation, therefore, has been the cause for 
changes in the employment practices in many school systems throughout the 
United States. 
Bernard Watson, Deputy Superintendent in the Philadelphia City 
School System, stated: 
I don't think furthering the acceptance of the Black educator 
within the profession has anything to do with ethics or morality. 
It's a pragmatic fact that white children need to be taught to 
understand that Blacks are people, just like anyone else. And 
an integrated staff will help put this lesson across to every¬ 
one. 37 
34Ibid., p. 25. 
35 
"Desegregation," School and Society, XCVII (December, 1965), 470. 
3^J. C. James, "The Black Principal: Another Vanishing American," 
The New Republic, CLXII (September 26, 1970), 20. 
37"The Exclusive Black Educator," School Management, XIII (March, 
1969), 85. 
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As a result of a study done by the Citizens Committee of the Pontiac 
(Michigan) School District, it was noted: 
Negro teachers are in great demand in the predominantly Negro 
schools and in both the high schools, but they are directly 
needed, also, in the predominantly white elementary and junior 
high schools. The children in these schools are being deprived 
of the experience of knowing, first hand, the contributions made 
to our culture by the Negro race.38 
The loss of status and position or the failure to gain such among 
Black administrators has not been confined to those states where de jure 
segregation was practiced. As a result of a study conducted in the 
Pontiac School District of the state of Michigan, it was suggested that 
this attitude of Black educators can best be altered by changing employ¬ 
ment and promotional practices. Specifically, the survey report stated: 
In order for the Pontiac School District to present itself as 
a desirable employer for minority group members, it must show 
evidence of opportunity for advancement. This evidence can 
only partly rest in numbers but an immediate and considerable 
increase in Negro administrators is necessary not only to show 
recognition of the competency of the Negroes who are employed 
here but also to demonstrate to the Negro community that they 
can and will be full participants in this school system now.39 
At the time of the study, the Pontiac School District had 82 adminis¬ 
trators. The number of Black school administrators was seven. There 
were thirty-six schools and only three had Black principals. One of 
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the three was a principal of a school that was not predominantly Black. 
Much of the same was reported about the schools of New York City. 
38pontiac School District Citizens Study Committee on Equality of 
Educational Opportunity, John Rogers, Chairman (Pontiac, Michigan: The 
Pontiac School District, June, 1968), p. 22. 
391bi d., p. 25. 
^Ibid., p. 26. 
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In Dark Ghetto, by Kenneth B. Clark, the following was stated: 
Negroes seldom move up the ladder of promotion in urban school 
systems. There are only six Negroes out of more than 1,200 
top level administrators in New York City, and only three 
Negroes out of 800 are full principals.^* 
Furthermore, in his Southern Education Report, Egerton called 
alarming attention to the fact that Black educators appear to be losers 
in the desegregation process. Supportive evidence proves that Black 
educators, especially those holding principal ships, were being either 
42 
displaced, demoted or dismissed from their positions. However, in an 
attempt to document such literature, state surveys were made by Allen 
h O LLL± 
(1968) in North Carolina; J Reed (1971) in Georgia; and Banks (1971) in 
45 
Virginia. Hooker, (1970) gathered similar data in eleven of the 
46 
Southern states. These surveys, combined with the information collected 
by the Mondale Committee (1971), verified the fact that there was indeed 
41 / 
Kenneth B. Clark, Dark Ghetto: Dilemmas of Social Power (New 
York: Harper and Row, Publishers, 1965), p. 137. 
4? 
J. Egerton, "When Desegregation Comes, The Negro Principals Go," 
Southern Education Report, (December, 1967), pp. 8-12. 
^3j. L. Allen, The Effects of School Desegregation on the Employment 
Status of Negro Principals in North Carolina, Doctoral dissertation, 
Duke University, Ann Abor, Michigan: University Microfilms, 1968, 
No. 69-16, 748. 
^J. L. Reed, et al. The Slow Death of the Black Educator in 
A1 abama (Montgomery: The Alabama League for the Advancement of Education, 
1971). 
45 
J. F. Banks, School Desegregation in Virginia and the Black 
Secondary School Principal (Richmond, Virginia: State Department of 
Education, 1971). 
46 
R. B. Hooker, Displacement of Black Teachers in the Eleven Southern 
States (Nashville, Tennessee: Race Relations Information Center, 1970). 
43 
displacement of Black educators as schools were desegregated 47 
The Black School Administrators and Educational Policy 
Since the Supreme Court ruled in 1954 that schools must be desegre¬ 
gated, race and education have become inextricably bound together. Stiles 
reported: 
Efforts to carry out this mandate, however, have suffered from 
a widespread failure to make use of the talents of Black school 
principals in the formulation and implementation of educational 
policy. Because race has become a central issue in most 
educational decisions, the Black principal probably can contri¬ 
bute more to policy making in this area than other school 
officials. The historic role as a leader in the Black community, 
which Black principals have assumed, provides direct access to 
necessary information for policy making. But it is not enough 
to know only what Blacks think and want; information is needed 
from all who make or are affected by educational policies. Thus, 
the Black principal can, and often does, act as a conduit through 
which the currents from both Black and white people pass.48 
Stiles states two factors that have a direct bearing on the contri¬ 
butions that Black principals can make to the successful implementation 
of educational policy for integrated education: 
First, Black principals in general tend to experience greater 
interactions with white students in resolving "integration- 
type" problems than do white principals with Black students. 
Secondly, it is frequently conceded that the source of much 
of the conflict, discontent, and consternation that is often 
experienced when desegregation occurs—among both Blacks and 
whites—emanates from the lack of knowledge of many of the 
basic differences in Black and white cultures and life styles. 
The Black principal is much more likely to be able to bridge 
this gap than the white principal—for he has been forced to 
live in both cultures all his life....Give the chaos in educa¬ 
tional policy making that has occurred since 1954 without the 
47 
'Hearings Before the Select Committee on Equal Education Oppor¬ 
tunity. Part 10: Displacement and Present Status of Black School 
Principals in Desegregated School Districts. (Walter F. Mondale, Chair¬ 
man, Washington, D.C.: United States Government Printing Office, 1971). 
^Lindley J. Sti1 es, '^olicy and Perspective," The Journal of Educa¬ 
tional Research, II (Madison, Wisconsin, October, 1973), TI 
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involvement of Black principals, and the consideration of histori¬ 
cal factors in the education of Black people as well as the develop¬ 
ments in the civil rights movement that provided Black principals 
with unique contributions to make, it would seem imperative that 
greater efforts would be made to involve Black principals in policy 
decisions. But such is not the case. Black principals not only are 
being isolated from policy making; they are actually disappearing 
from our schools.^ 
According to Stiles: "It is a paradox that just when they could be 
of greatest service, Black principals are being decreased in both number 
and responsibility." 
In a testimony presented to the Senate Select Committee on Equality 
of Educational Opportunity, in 1971, Stiles revealed that: 
Over one thousand two hundred Black principals had been displaced 
from their jobs in the past ten years. Clearly, the Black prin¬ 
cipal is becoming a casualty of desegregation....The most common 
reason given for displacing the Black principal is the claim that 
such persons are less qualified than their white counterparts. 
Thus, when two schools are integrated, the white principal gets 
the top job—and the key role in policy making. Such claims 
usually are based on "paper qualifications," that is, degrees 
held, college courses completed, or qualifications for profes¬ 
sional licenses. Yet, the professional literature is replete 
with studies that refute such claims. Nor do such judgments take 
into account professional performance, particularly when the goal 
is school desegregation. A more basic and probable cause is the 
racism which is deeply rooted in our society. Indeed, the color 
line, ever present and possibly growing, is like a noose around 
the necks of both the Black principals and the schools that they 
might, but are not being permitted, to serve. But whatever the 
reasons given, the effect is to weaken policy decisions, delay 
the desegregation of schools and, not to be overlooked, impose 
severe injustices on individual Black principals. Our society and 
our schools can ill-afford to ignore the trend of the past decade 
toward eliminating the Black principal from a key role in policy 
making. To do so would amount to allowing old mental sets to 
overwhelm us. The results are predictable: the equalitari an 
concept of quality integrated education and equal educational 
opportunity will continue to be the hoax that it is today.50 
^Ibi d., p. 1. 
^Ibid. 
45 
A person does not become a leader by virtue of the possession of 
some combination of traits, but the pattern of personal characteristics 
of the leader must bear some relevant relationship to the characteristics, 
activities, and goals of the followers. A study of the leadership 
ability of Black high school principals has been done by Hatch. In com¬ 
menting on research cognate in leadership traits, Hatch stated: 
There are several possible explanations for the fact that 
researchers have not discovered leadership traits. One possi¬ 
bility is that such traits do not exist in that the difference 
between leaders and followers is not the possession of different 
traits but the degree to which each has the same trait. The 
latter position is probably the more tenable. Another possible 
explanation is that the term "leadership" has been used in too 
traditional sense without differentiating between levels or 
kinds of leadership. The fact that the occupation of an adminis¬ 
trative or executive position has been considered a criterion 
for leadership could also explain why the traits approach has 
not been productive.51 
Cowley has pinpointed some of the difficulties involved in the trait 
approach. In a study in 1928, his first conclusion was to consider the 
person holding a leadership position as a leader in an untenable position, 
because some of these individuals function as leaders while others func¬ 
tion merely as head men. After studying known leaders among undergraduate 
students at a university, criminal leaders in a penitentiary, and leaders 
in the army, Cowley found that each set of leaders had traits which dis¬ 
tinguished them from their own groups, but the leaders had no traits in 
common; therefore, he concluded that the leader should not be studied 
52 
without reference to the situation in which he functioned. 
51 Robert H. Hatch, "A Study of the Leadership Ability of Negro High 
School Principals," (unpublished Ph.D. dissertation, Colorado State Col¬ 
lege, 1964), p. 4. 
5^w. H. Cowley, "Three Directions in the Study of Leaders," The 
Journal of Abnormal and Social Psychology, XXIII (July-September, 1928), 
144-157. 
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According to Hatch, it would appear that the trait approach to 
53 
studying leadership has not been too successful. In view of this, 
another approach has been used in terms of the situation in which the 
leader functions. Advocates of the situational approach states that the 
leader operates within a specific social structure, formal and informal, 
and within certain groups. Adler said that a leader, 
. . . can only succeed if his endeavor coincides with a social 
current and serves to promote and elevate the group. The power 
of the individual leader, or the "great man," is limited by the 
preparation of the group, by their capacity to fall in line with 
him.54 
According to Hal pin, success in leadership depends on ability to 
analyze situations. He said, "leadership is a complex social phenomenon 
that cannot be treated meaningfully when conceived as an isolated trait 
55 or entity viewed apart from situational factors. 
Nimnicht describes the situational approach as studying the adminis¬ 
trator or leader as he functions in a given social situation. This social 
situation includes such factors as the formal and informal structure in 
r/I 
which he worked and groups or followers with whom he works. 
This approach is stated by Jaynes in the following quotation: 
There is a school of theory in the Social Sciences which 
maintains that leadership is situational1 y determined. It is 
53 Robert H. Hatch, O|D. crt., p. 5. 
^Alfred Adler, "On Leadership," Journal of Individual Psychology, 
XIV (November, 1958), 127. 
'’'’Andrew W. Hal pin, The Leadership Behavior of School Superintendents 
(Chicago: University of Chicago Press, 1959), p. 3. 
■^Glendon P. Nimnicht, "Study of Leadership of Successful Superin¬ 
tendents" (Ed.D. dissertation, Stanford University), p. 3. 
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apparent that the "situation" may be composed of a great variety 
of variables. In order to subject the situational hypothesis 
to an experimental test, it is necessary to specify and measure 
those aspects of the situation which may be thought to have a 
bearing on leadership. The type of position which the leader 
occupies and the type of organization in which he functions may 
be regarded as situational factors which might affect his per¬ 
formance. 57 
Hatch states that in studying leadership in a given situation, the 
possibility was not discarded that traits or behavioral characteristics 
rO 
might be identified which distinguish leaders from head men or followers. 
However, the situational approach does require that more attention be 
given to the suitable variables. Hal pin makes the statement that "situa¬ 
tional ly" oriented leadership research has served to suggest new ways of 
constituting the more variables that pertain to the individual as a 
leader.^ He further states that: 
Early research was marked by a search for traits of leader¬ 
ship that would discriminate between leaders and non-leaders. 
The situational emphasis which has characterized research during 
the past decade arose as a protest against the earlier trait 
approach, but in some respects that represent emphasis may have 
been carried to excess. To say that leadership behavior is deter¬ 
mined exclusively by situational factors is to deny freedom of 
choice and determination to the leader. This violates common 
sense and experi ence.^O 
The behavior of an individual, in a school situation or otherwise, 
57Wi11 iam E. Jaynes, "Differences Between Jobs and Between Organiza¬ 
tions," Patterns of Administrative Peformance, Research Monograph, Number 
81, Bureau of Business Research, (Columbus: Ohio State University, 
1956), p. 16. 
rO 
? Robert H. Hatch, o£. cit., p. 7. 
-^Andrew W. Hal pin, OJD. ci t., p. 14. 
6°Ibid., p. 14. 
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has a very definite bearing upon his ability to lead in that situation. 
The school administrator, by virtue of his office, is a status leader. 
His behavior, however, will determine the degree of effectiveness with 
which that office is operated. 
CHAPTER III 
METHODS 
The present study was designed to examine the self-concept of Black 
school administrators in the urban metropolitan setting. Presentation of 
the research methods toward accomplishing this is covered in this chapter 
under five headings: 
1. Instrumentation 
2. Population 
3. Collection of Data 
4. Analysis of Data 
5. Interpretation of the Tennessee Self Concept Scale Scores 
6. Summary. 
Instrumentât!- on 
The Tennessee Self Concept Scale, a 100 item self-report inventory, 
was the primary instrument in this study. This scale was selected 
because, presently, it is the best of available self concept measures 
and is supported by a substantial body of recent research data and norms. 
While the scale was developed originally for assessing mental health, it 
has since found widespread use with a 1965 form, Manual and Norms. The 
relatively unambiguous and multidimensional approach to self concept 
measurement demonstrated by the Tennessee Self Concept Scale seemed most 
appropriate for the study population. 
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Standardization of the scale was based on a broad sample of 626 per¬ 
sons from various parts of the country. Their ages ranged from twelve 
to sixty-eight years, representing all social, economical and intellectual 
levels and educational levels from sixth grade through the Ph.D. degree. 
The norm group is overrepresented in its number of white subjects, college 
students, and persons in the twelve to thirty year age bracket; however, 
psychometric data in the Manual indicate that the effects of age, sex, 
education, and intelligence upon the scores are quite negligible.^ 
Content validity was obtained for the scale by using only items on 
which there was unanimous agreement by seven judges that the item clas¬ 
sified correctly. Other evidence discussed in the Manual is based on 
the instrument's power to discriminate between groups and its correlation 
with other personality measures. Intercorrelations of Scale scores also 
were determined. The major dimensions (Row and Column scores) appeared 
relatively independent. Other scores, including the Total P score, were 
highly correlated due to item overlap, i.e., the Total P score is composed 
of the sum of Row and Column subtotals. Test-retest reliability coef¬ 
ficients on Row, Column, and Total P scores range from .80 to .92; other 
scores have coefficients ranging from .60 to .92. A more detailed explana¬ 
tion of the nature and meaning of Tennessee Self Concept Scale scores is 
presented in Appendix A. 
According to Fitts, there have been no subsequent studies of the 
Tennessee Self Concept Scale reliability within the last decade, other 
^William H. Fitts, Tennessee Self Concept Scale, Manual (Nashville, 
Tennessee: Counselor Recordings and Tests, 1965), pp. 13-30. 
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than the publication of the Manual. However, in 1968 there was reported 
a reliability coefficient of .91 and a standard error or measurement of 
3.30 for total positive scores. 
The Scale is self administering for either individual or groups and 
requires no instructions beyond those on the front page of the test 
booklet. In taking the Scale, the subject responds to each item, such as 
"I have a healthy body," or a Likert-type five-point endorsement scale 
2 
which runs from "completely false" to "completely true." 
The most important component of the Scale is the single score on the 
Counseling Form. It reflects the overall level of self esteem. Persons 
with high scores tend to like themselves, feel that they are persons of 
value and worth, have confidence in themselves, and act accordingly. 
People with low scores are doubtful about their own worth; see themselves 
as undesirable; often feel anxious, depressed, and unhappy; and have 
3 
little faith or confidence in themselves. 
The following table illustrates the breakdown of Total P score 
into nine subheadings: 
TABLE 4 
SELF CONCEPT VARIABLES 
1. Identity 4. Physical Self 7. Family Self 
2. Self Satisfaction 5. Moral-Ethical Self 8. Social Self 
3. Behavior 6. Personal Self 9. Self Criticism 
^Personal interview with Dr. William H. Fitts, The Dede Wallace 
Center, Nashville, Tennessee, April 29, 1974. 
3 
William H. Fitts, o]D. ci t., pp. 2-3. 
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Population 
The sample in this study was chosen from a population of one hundred 
sixty Black school administrators working in an urban metropolitan school 
system. Specifically, ninety-four Black school administrators actively 
participated and returned research questionnaires, giving a fifty-nine 
per cent rate of return. However, because this was not a random sample, 
generalizations of the findings of this study cannot be made concerning 
all Black school administrators. 
TABLE 5 
POSITIONS OF BLACK SCHOOL ADMINISTRATORS 
Positions Number Per Cent 
Principals 41 43.6 
Coordinators 12 12.8 
Area Office Staff 11 11.7 
Directors 7 7.4 
Assistant Principals 5 5.3 
Central Office Staff 5 5.3 
Supervisors 5 5.3 
Others 5 5.3 
Area Superintendents 2 2.2 
Assistant Superintendents 1 1.1 
Total 94  100.0 
The ninety-four subjects ranged in present positions of one assis- 
tant superintendent, two area superintendents, forty-one principals, 
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five assistant principals, five central office staff, eleven area office 
staff, twelve coorindators, seven directors, five supervisors, and five 
others including positions not indicated on the personal data sheet. 
The number of years in an Eastern urban metropolitan public school system 
ranged from three to forty-two. The number of years in public education 
ranged from seven to forty-two. 
Table 6 is a breakdown of the Black school administrators' educational 
attainment. 
TABLE 6 
EDUCATIONAL ATTAINMENT OF BLACK SCHOOL ADMINISTRATORS 
Deqree Number Per Cent 
B.S. 1 1.0 
M.A. 69 73.0 
Specialists 22 24.0 
Doctorate 2 2.0 
Total 94 100.0 
Collection of Data 
July 25-31 , 1973s The researcher visited the personnel 
division of an Eastern urban metro¬ 
politan public system during the 
last six days in July. The purpose 
of the visit was to facilitate data 
col 1ection. 
July 31, 1973: A letter of introduction, a personal 
data sheet, and a copy of the 
Tennessee Self Concept Scale were 
mailed to one hundred and sixty 
subjects (See Appendix A). This 
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August 15, 1973: 
May 1, 1974: 
May 3, 1974: 
May 12-29, 1974: 
4 
Lawrence J 
ness (New York: 
letter explained both the purpose of 
the study and also requested their 
cooperation in completing the 
Tennessee Self Concept Scale and 
personal data sheets. The subjects 
were informed that the data being 
collected were strictly for research 
purposes and would in no way reveal 
their personal identities. Although 
the researcher was available to dis¬ 
cuss any questions with the subjects, 
no questions were asked. The respond¬ 
ent population (N = 94) was obtained 
within a two-week period. 
Data collection was discontinued 
because of a time constraint of 
getting all research data computed. 
Analysis of Data 
The Tennessee Self Concept Scale Forms 
were computer scored on the National 
Scanning Incorporated IBM System 360 
Model 40 Computer in Columbus, Ohio. 
The forms used for administering the 
test was the machine scored edition 
which required scoring on the afore¬ 
mentioned computer. 
Because additional analysis of the 
research data was processed on the 
Zerox 7 Computer, it was necessary to 
complete this portion of the study at 
Vanderbilt University in Nashville, 
Tennessee. 
A desk calculator was used to analyze 
significant differences between the 
mean scores of Black school adminis¬ 
trators and the Tennessee Self Con¬ 
cept Scale norm group. A "t" test 
of the difference between the means 
of the two groups was used to test 
the study's hypothesis. 
. Kaplan, Elementary Statistics for Economics and Busi- 
Pitman Publishing Corporation, 1966), p. 128. 
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The .01 alpha level, significance served as the criterion for 
rejection of the Null Hypothesis. A correlation of the .05 level was 
considered significant for purposes of this study. Results of the 
statistical analyses are reported in Chapter IV. Profile interpretation 
of Black school administrators (See Chapter IV, page 65). 
Interpretation of the Tennessee 
Self Concept Scale Scores 
True-False Ratio (f/F). Thi s is a measure of response set or 
response bias, an indication of whether the subject's approach to the 
task involves any strong tendency to agree or disagree regardless of item 
content. The actual meaning of T/F can be approached in three ways. 
First, it can be considered solely as a measure of response set and 
interpreted in terms of the findings about the meaning of deviant response 
sets. Second, it can be treated purely as a task approach or behavioral 
measure which has meaning only in terms of empirical validity. In this 
sense the T/F Ratio differentiates patients from non-patients and corre¬ 
lates significantly with other tests. Third, it can also be considered 
from the framework of self theory. From this approach, high T/F scores 
indicate the individual is achieving self definition or self description 
by focusing on what he j_s and is relatively unable to accomplish the same 
thing by eliminating or rejecting what he is not. Low T/F scores would 
mean the exact opposite, and scores in the middle ranges would indicate 
that the subject achieves self definition by a more balanced employment 
of both tendencies, affirming what is self and eliminating what is not 
self. 
The Self Criticism Score (SC). This scale is composed of ten items 
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These are all midi y derogatory statements that most people admit as being 
true for them. Individuals who deny most of these statements most often 
are being defensive and making a deliberate effort to present a favorable 
picture of themselves. High scores generally indicate a normal, healthy 
openness and capacity of self criticism. Extremely high scores (above 
the 99th percentile) indicate that the individual may be lacking in 
defenses and may in fact be pathologically undefended. Low scores 
indicate defensiveness, and suggest that the Positive Scores are prob¬ 
ably artificially elevated by this defensiveness. 
Net Conflict Scores (Net C). These scores are highly correlated 
with the T/F Score. More directly, however, they measure the extent to 
which an individual's responses to positive items differ from, or con¬ 
flict with, his responses to negative items in the same area of self 
perception. Thus, this is a limited and purely operational definition 
and application of the term "conflict." 
Total Conflict Scores (Tot C). High scores indicate confusion, 
contradiction, and general conflict in self perception. Low scores have 
the opposite interpretation, but extremely low scores have a different 
meaning. The person with such low scores is presenting such an extremely 
tight and rigid self description that it becomes suspect as an artificial, 
defensive stereotype rather than his true self image. Disturbed people 
generally score high on this variable, but some also have deviantly low 
scores depending on the nature and degree of their disorder. 
The conflict scores are reflections of conflicting responses to 
positive and negative items within the same area of self perception. 
These scores are not to be confused with the variability scores, which 
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reflect fluctuations from one area of self perception to another. 
Total Positive Score (Total P). This is the most important single 
score on the scale in that it reflects the overall level of self-esteem. 
Persons with high scores tend to like themselves, feel that they are 
persons of value and worth, have confidence in themselves, and act 
accordingly. People with low scores are doubtful about their own worth; 
see themselves as undesirable; often feel anxious, depressed, and unhappy; 
and have little faith or confidence in themselves. 
If the Self Criticism (SC) score is low, high Total P scores become 
suspect and are probably the result of defensive distortion. Extremely 
high scores (generally above the ninety-ninth percentile) are deviant and 
are usually found only in such disturbed people as paranoid schizophrenics 
who as a group show many extreme scores, both high and low. 
Row 1 Score—Identity. These are the "what I am" items. Here the 
individual is describing his basic identity, i.e., what he is as he sees 
himself. 
Row 2 Score—Self Satisfaction. This score comes from those iterns 
where the individual describes how he feels about the self he perceives. 
In general this score reflects the level of self satisfaction or self 
acceptance. An individual may have very high scores on Row 1 and Row 3 
yet still score low on Row 2 because of very high standards and expecta¬ 
tions for himself. Or vice versa, he may have a low opinion of himself 
as indicated by the Row 1 and Row 3 scores yet still have a high Self 
Satisfaction Score on Row 2. The scores are therefore best interpreted 
in comparison with each other and with the Total P Score. 
Row 3 Score—Behavior. This score comes from those items that say 
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"this is what I do, or this is the way I act." Thus, this score measures 
the individual's perception of his own behavior or the way he functions. 
Column A—Physical Self. Here the individual is presenting his view 
of his body, his state of health, his physical appearance, skills, and 
sexuality. 
Column B—Moral-Ethical Self. This score describes the self from a 
moral-ethical frame of reference, i.e., moral worth, relationship to God, 
feelings of being a "good" or "bad" person, and satisfaction with one's 
religion or lack of it. 
Column C—Personal Self. This score reflects the individual's sense 
of personal worth, his feeling of adequacy as a person and his evaluation 
of his personality apart from his body or his relationships to others. 
Column D—Family Self. This score reflects one's feelings of 
adequacy, worth, and value as a family member. The score refers to the 
individual's perception of self in reference to his closest and most 
immediate circle of associates. 
Column E—Social Self. This is another "self as perceived in rela¬ 
tion to "others" category but pertains to "others" in a more general 
way. The score reflects the person's sense of adequacy and worth in his 
social interaction with other people in general. 
Total V. This represents the total amount of variability for the 
entire record. High scores mean that the person's self concept is so 
variable from one area to another as to reflect little unity or integra¬ 
tion. High scoring persons tend to compartmentalize certain areas of 
self and view these areas quite apart from the remainder of self. Well 
integrated people generally score below the mean on these scores but 
above the first percentile. 
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Column Total V. This score measures and summarizes the variations 
within the columns. 
Row Total V. This score is the sum of the variations across the 
rows. 
The Distribution Score (D) and Distribution 5, Distribution 4, Dis¬ 
tribution 3, Distribution 2, and Distribution 1 Scores. The D score is 
a summary score of the way one distributes his answers across the five 
available choices in responding to the items of the Scale. These six 
scores are interpreted as a measure of still another aspect of self per¬ 
ception: certainty about the way one sees himself. High D scores 
indicate that the subject is very definite and certain in what he says 
about himself while low scores mean just the opposite. Low D scores are 
found also at times with people who are being defensive and guarded; 
these people hedge and avoid really committing themselves by employing "3" 
responses on the Answer Sheet. 
Extreme scores on these variables are undesirable in either direction 
and are most often obtained from disturbed people. For example, schizo¬ 
phrenic patients often use "5" and "1" answers almost exclusively, thus 
creating very high D scores. Other disturbed patients are extremely 
uncertain and noncommittal in their self descriptions with a predominance 
of "2," "3" and "4" responses and very low D scores. 
The Defensive Positive Scale (DP). This is a more subtle measure of 
defensiveness than the SC score. One might think of SC as an obvious 
defensiveness score and DP as a subtle defensiveness score. The DP score 
stems from a basic hypothesis of self theory: that individuals with 
established psychiatric difficulties do have negative self concepts at 
some level of awareness, regardless of how positively they describe 
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themselves on an instrument of this type. 
With this basic assumption, the author of the Scale collected data 
on 100 psychiatric patients whose Total P scores were above the mean for 
the TSCS normative group. The item analysis then identified twenty-nine 
items which differentiated this DP group from the other groups. 
The DP score has significance at both extremes. A high DP score 
indicates a positive self description stemming from defensive distortion. 
A significantly low DP score means that the person is lacking in the usual 
defenses for maintaining even minimal self esteem. 
The General Maladjustment Scale (GM). This scale is composed of 
twenty-four items which differentiate psychiatric patients from non¬ 
patients but do not differentiate one patient group from another. Thus, 
it serves as a general index of adjustment-maladjustment but provides no 
clues as to the nature of the pathology. Since this is an inverse scale 
on the Profile Sheet, low raw scores result in high T-Scores, and vice 
versa. 
The Psychosis Scale (PSY). The PSY scale is based on twenty-three 
items which best differentiate psychotic patients from other groups. 
The Personality Disorder Scale (PD). The twenty-seven iterns of thi s 
inverse scale are those that differentiate this broad diagnostic category 
from the other groups. This category pertains to people with basic per¬ 
sonality defects and weaknesses in contrast to psychotic states or the 
various neurotic reactions. 
The Neurosis Scale (N). This is an inverse scale composed of twenty- 
seven items. As with the other inverse scales, high T-scores on the Pro¬ 
file Sheet mean high similarity to the group from which the scale was 
derived, i.e., neurotic patients. 
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The Personality Integration Scale (PI). The PI scale consists of 
the twenty-five items that differentiate the PI group from other groups. 
This group was composed of seventy-five people who, by a variety of 
criteria, were judged as average or better in terms of level of adjustment 
or degree of personality integration. 
Summary 
This chapter focused upon the research methods incorporated in this 
study. Specifically, six research methods were discussed: (1) Intru- 
mentation, (2) Population, (3) Collection of Data, (4) Analysis of Data, 
(5) Interpretation of the Tennessee Self Concept Scale, and (6) Summary. 
The researcher chose the Tennessee Self Concept Scale because it is, 
presently, the best of available self-concept measures supported by a 
substantial body of recent research data and norms. The Scale, a 100 item 
self-report inventory, is self-administering for either individual or 
groups and requires no instructions beyond those on the front page of 
the test booklet. In taking the Scale, the subjects respond to each 
item, such as "I have a healthy body," or Likert-type five-point endorse¬ 
ment scale which runs from "completely false" to "completely true." 
Standardization of the scale was based on a broad sample of 626 
persons, representing all social, economical and intellectual levels and 
educational levels from sixth grade through the Ph.D. degree, from vari¬ 
ous parts of the country. 
The sample in this study was chosen from a population of one hundred 
and sixty Black school administrators employed in urban metropolitan 
school systems. Specifically, ninety-four Black school administrators 
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actively participated and returned their research questionnaires. Because 
this was not a random sample, generalizations of the findings of this 
study cannot be made concerning all Black school administrators. 
However, the findings from this study should shed additional insight 
on the impact of self-concept of Black school administrators in urban 
metropolitan environments. 
CHAPTER IV 
FINDINGS AND DISCUSSIONS 
This chapter presents both the findings and discussions derived from 
the statistical analysis of the study. The primary concern is with the 
Tennessee Self Concept Scale Test scores and their relationships to the 
self-concepts of urban Black school administrators. The first step 
undertaken was a profile of the self-concept of Black school administra¬ 
tors. 
Self-Concept Profile of Black 
School Administrators 
The researcher chose to use the Tennessee Self Concept Scale in 
comparing the self-concept of Black school administrators because, 
presently, this scale is the most reliable and contemporary instrument 
for measuring such characteristics. 
Of the 160 subjects surveyed, 94 completed the Tennessee Self 
Concept Scale and Personal Data Sheet, giving us a 59 per cent return 
rate. 
A comparative study of the profile sheet of Black school adminis¬ 
trators as compared with the Fitts' Norm Group reveals the following 
meaningful data. 
First, the Total P (360.11) for Black school administrators is 
above the Fitts' Norm Group (345.57) by some 14.57 difference. According 
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to Fitts, Black school administrators would have a higher level of self- 
concept; tend to like themselves; feel that they are persons of value 
and worth; have confidence in themselves, and act accordingly. Check 
Profile Sheet on page three. 
Second, the Black school administrator's highest projection is in 
the area of self-satisfaction (115.66), while the Fitts' Norm Group 
highest project is in the area of Personal-Self (64.55)» a difference of 
a 51-11 lead by Black school administrators. This indicates Fitts' 
Norm Group is much more concerned with the personal-self, while Black 
school administrators focus much more heavily on self-satisfaction. 
Third, both the Black school administrators and the Fitts' Norm 
Group scored lowest in the area of Physical-Self. Specifically, the 
Fitts' Norm Group scored 71-78, some 9 points below national percentile, 
while the Black school administrators scored 69.28, some 2.50 below the 
Fitts' Norm Group. This indicates that Fitts' Norm Group places more 
emphasis on physical-self than do Black school administrators. 
Fourth, both the Black school administrators and the Fitts' Norm 
Group are slightly below national percentile rating in Self-Criticism; 
for example, Black school administrators scored 34.02, while the Fitts' 
Norm Group scored 35-54, some 1.52 points difference. This indicates 
that Black school administrators are more concerned with self-criticism 
than is the Fitts' Norm Group. 
Fifth, the Black school administrator's score on Moral-Ethical Self 
is above national percentile rating (72.23), while the Fitts' Norm Group 
is slightly below national percentile rating (70.33). This indicates that 
Black school administrators place more emphasis upon Moral-Ethical Self 
65 













































Ht) C/T CO 
P P CD 
O rt M 










































































— 99.9 — 
• 
145-1 
145 -1 85_ 
























55 4- 35 -1 175 — 
— 95 — 
400 — 
130 — 
135 — 85 — 
85 — 



















— 80 — 
370 — 
135 — 115~r 
/ ; 
125 -2- 
S • 75 — X to 71 
v \ 











V 130 — 
\ ; 
/fio-J- 
/ 105 — 
■>20^- 75 — 
s ; 
/ /' 
' / • 
70 — 50 — 








* 70 — 









120 — 95-f 
65 — 65 — 





— 10 — 
310 — 
115 — 85— 
100 1 60 — 60 — 55 — 60 — 








110 — 80 — 
75 — 95 
55— 50 — 55 — 
55 — 30-1 
15 — 
• 80 — 
75 — 
30   



















95 — 60 — 
55 — 
80 — 50 — 40— 
45 — 
45 — 15 — 
















































Fitts' Norm Group 
Black school administrators 
© WILLIAM H. FITTS 1064 
PUBLISHED BY: 
COUNSELOR RECORDINGS AND TESTS 
BOX 6184. ACKLEN STA. 
NASHVILLE. TENN. 37212 
66 
than the Fitts' Norm Group. 
Finally, both groups are slightly below national percentile rating 
on Identity. Black school administrators scored 124.54, while their 
counterparts, the Fitts' Norm Group, scored 127.10, a 2.56 difference in 
favor of the latter group. This indicates that Fitts' Norm Group tends 
to perceive themselves more realistically than the Black school adminis¬ 
trators. 
Testing of the Hypotheses 
Next, this chapter examines the hypotheses and their alternates which 
are the basic foundation of this study. Essentially, both hypotheses 
test the idea of whether or not the self-concepts of Black school 
administrators are significantly different from the general population of 
the Fitts' Norm Group. 
H0] There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Total P Score of the 
Tennessee Self Concept Scale. 
Ha] There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Total P Score of the 
Tennessee Self Concept Scale. 
TABLE 7 
Hol: 1-TEST OF TOTAL POSITIVE SCORE 
Mean and Black School Fitts' t-Test 
Standard Deviation Administrators Norm Group Results 
X 360.11 345.57 4.74** 
s 29.78 30.70 **p <.01 
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In accordance to the findings, the null hypothesis (H0^) was 
rejected and the alternate (Haj ) accepted. At the .01 level, a signi¬ 
ficant difference exists between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Total Positive Score of 
the Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference between 
Black school administrators and the Fitts' Norm Group in their mean's 
score on the Total Positive Score of the Tennessee Self Concept Scale. 
HQ2 There is no significant difference between Black school administra¬ 
tors and the Fitts' Norm Group in their mean's score on the 9 sub¬ 
scales of the Tennessee Self Concept Scale. 
Ha£ There is a significant difference between Black school administra¬ 
tors and the Fitts' Norm Group in their mean's score on the 9 sub¬ 
scales of the Tennessee Self Concept Scale. 
H There is no difference between Black school administrators and 
°2.1 
the Fitts' Norm Group on the Identity subtest of the Tennessee 
Self Concept Scale. 
, There is a difference between Black school administrators and a2. 1 
the Fitts' Norm Group on the Identity subtest of the Tennessee 
Self Concept Scale. 
TABLE 8 
HO2 1
: i"TEST 0F IDENTITY 
Mean and Black School Fi tts' t-Test 
Standard Deviation Administrators Norm Group Results 
X 124.54 127.10 2.48* 
s 10.06 9.96 *p<.05 
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In accordance to the findings, the null hypothesis (H02 2) was 
rejected and the alternate (H^ ^) accepted. At the .01 level, a signi¬ 
ficant difference exists between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Identity subtest of the 
Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference between 
Black school administrators and the Fitts' Norm Group in their mean's 
score on the Identity subtest of the Tennessee Self Concept Scale. 
H0 9 There is no difference between Black school administrators and 
the Fitts' Norm Group in their mean's score on the Self-Satisfaction 
subtest of the Tennessee Self Concept Scale. 
H->„ „ There is a difference between Black school administrators and the a2.2 
Fitts' Norm Group in their mean's score on the Self-Satisfaction 
subtest of the Tennessee Self Concept Scale. 
TABLE 9 
H02 2
: i_TEST 0F SELF-SATISFACTION 
Mean and Black School Fitts' t-Test 
Standard Deviation Admini strators Norm Group Results 
X 115.66 103.67 7.59 
s 15.27 13.79 p <. .01 
In accordance to the findings, the null hypothesis (H^ was 
rejected and the alternate hypothesis (Ha2.3) accepted. At the .01 
level, a significant difference exists between Black school administra¬ 
tors and the Fitts' Norm Group in their mean's score on the Self- 
Satisfaction subtest of the Tennessee Self Concept Scale. 
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Thus, it was concluded that there is a significant difference 
between Black school administrators and the Fitts' Norm Group in their 
mean's score on the Self-Satisfaction subtest of the Tennessee Self 
Concept Scale. 
HQ2 3 There is no difference between Black school administrators and 
the Fitts' Norm Group in their mean's score on the Behavior 
subtest of the Tennessee Self Concept Scale. 
Hao o There is a difference between Black school administrators and 2.3 
the Fitts' Norm Group in their mean's score on the Behavior 
subtest of the Tennessee Self Concept Scale. 
TABLE 10 
Hq2 : t-TEST OF BEHAVIOR 
Mean and Black School Fi tts' t-Test 
Standard Deviation Administrators Norm Group Results 
X 119.90 115.01 3.67 
s 12.98 11.22 p ^ .01 
In accordance to the findings, the null hypothesis (H0^ ^) 
was 
rejected and the alternate (Ha^ 3) accepted. At the .01 level, a 
significant difference exists between Black school administrators and 
the Fitts' Norm Group in their mean's score on the Behavior subtest of 
the Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference 
between Black school administrators and the Fitts' Norm Group in their 
mean's score on the Behavior subtest of the Tennessee Self Concept Scale. 
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H0„ , There is no difference between Black school administrators and the °2.4 
Fitts' Norm Group in their mean's score on the Physical-Self 
subtest of the Tennessee Self Concept Scale. 
Ha£ 4 There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Physical-Self 
subtest of the Tennessee Self Concept Scale. 
TABLE 11 
H_.„ . : t-TEST OF PHYSICAL SELF 
°2.4 
Mean and Black School Fi tts' t-Test 
Standard Deviation Admini strators Norm Group Results 
X 69-28 71-78 3.24 




In accordance to the findings, the null hypothesis (H02 was 
rejected and the a lternate (Ha2 accepted. At the .01 level, a sig- 
nificant difference exists between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Physical self subtest of 
the Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference 
between Black school administrators and the Fitts' Norm Group in their 
mean's score on the Physical-Self subtest of the Tennessee Self Concept 
Scale. 
H°2.5 
There is no difference between Black school administrators and 
the Fitts' Norm Group in their mean's score on the Moral-Ethical 
Self subtest of the Tennessee Self Concept Scale. 
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H__ _ There is a difference between Black school administrators and the d2. 5 
Fitts' Norm Group in their mean's score on the Moral-Ethical Self 
subtest of the Tennessee Self Concept Scale. 
TABLE 12 
H : t-TEST OF MORAL-ETHICAL SELF 
°2.5 “ 
Mean and Black School Fitts' t-Test 
Standard Deviation Administrators Norm Group Results 
X 73.23 70.33 3.71 
s 7.61 8.70 p ^ .01 
In accordance to the findings, the null hypothesis (H^ r) was 
rejected and the alternate hypothesis (H32 5) accepted. At the .01 
level, a significant difference exists between Black school administrators 
and the Fitts' Norm Group in their mean's score on the Moral-Ethical Self 
subtest of the Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference between 
Black school administrators and the Fitts' Norm Group in their mean's 
score on the Moral-Ethical Self subtest of the Tennessee Self Concept 
Seale. 
H02 There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Personal-Self sub¬ 
test of the Tennessee Self Concept Scale. 
H_„ , There is no difference between Black school administrators and the a2.6 
Fitts' Norm Group in their mean's score on the Personal-Self sub¬ 




: ^-TEST 0F PERSONAL-SELF 
Mean and Black School Fitts' t-Test 
Standard Deviation Administrators Norm Group Results 
X 70.70 64.55 8.78 
s 6.87 7.41 p c .01 
In accordance to the findings, the null hypothesis (H02 £,) was 
rejected and the alternate hypothesis (Ha2 accepted. At the .01 
level, a significant difference exists between Black school administra¬ 
tors and the Fitts' Norm Group in their mean's score on the Personal-Self 
subtest of the Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference 
between Black school administrators and the Fitts' Norm Group in their 
mean's score on the Personal-Self subtest of the Tennessee Self Concept 
Scale. 
H02 y There is no difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Family-Self subtest 
of the Tennessee Self Concept Scale. 
Ha„ -, There is a difference between Black school administrators and the 
2. / 
Fitts' Norm Group in their mean's score on the Family-Self subtest 
of the Tennessee Self Concept Scale. 
In accordance to the findings, the null hypothesis (HC>2 y) was 
rejected and the alternate hypothesis (^2.7) accepted. At the .01 
level, a significant difference exists between Black school administrators 
and the Fitts' Norm Group in their mean's score on the Family-Self subtest 
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of the Tennessee Self Concept Scale. 
TABLE 14 
H02 -J : t-TEST OF FAMILY SELF 
Mean and Black School Fitts' t-Test 
Standard Deviation Administrators Norm Group Results 
X 74.23 70.83 4.59 
s 7.23 8.43 p-t .01 
Thus, it was concluded that there is a significant difference 
between Black school administrators and the Fitts' Norm Group in their 
mean's score on the Family-Self subtest of the Tennessee Self Concept 
Scale. 
HQ2 3 There is no difference between Black school administrators and 
the Fitts' Norm Group in their mean's score on the Social-Self 
subtest of the Tennessee Self Concept Scale. 
Ha Q There is a difference between Black school administrators and 
the Fitts' Norm Group in their mean's score on the Social-Self 
subtest of the Tennessee Self Concept Scale. 
TABLE 15 
FL o* t-TEST OF SOCIAL SELF 
°2.8 
Mean and Black School Fitts' t-Test 
Standard Deviation Administrators Norm Group Results 
X 72.64 68.14 6.16 
s 7.08 7.86 p . 01 
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In accordance to the findings, the null hypothesis (HQ2.8) 
was 
rejected and the alternate hypothesis (Ha2.8) accepted. At the .01 
level, a significant difference exists between Black school adminis¬ 
trators and the Fitts' Norm Group in their mean's score on the Social- 
Self subtest of the Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference 
between Black school administrators and the Fitts' Norm Group in their 
mean's score on the Social-Self subtest of the Tennessee Self Concept 
Scale. 
HQ2.9 There is no difference between Black school administrators and 
the Fitts' Norm Group in their mean's score on the Self-Criticism 
subtest of the Tennessee Self Concept Scale. 
Ha2 9 There is a difference between Black school administrators and the 
Fitts' Norm Group in their mean's score on the Self-Criticism 
subtest of the Tennessee Self Concept Scale. 
TABLE 16 
HO2 9: i“TEST 0F SELF-CRITICISM 
Mean and Black School Fitts' t-Test 
Standard Deviation Admi nistrators Norm Group Results 
X 34.02 35.54 2.71 
s 5.46 6.70 p «=- .01 
In accordance to the findings, the null hypothesis (Ho2.9) was 
rejected and the alternate hypothesis accepted. At the .01 level, a 
significant difference exists between Black school administrators and 
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the Fitts' Norm Group in their mean's score on the Self-Criticism subtest 
of the Tennessee Self Concept Scale. 
Thus, it was concluded that there is a significant difference between 
Black school administrators and the Fitts' Norm Group in their mean's 
score on the Self-Criticism subtest of the Tennessee Self Concept Scale. 
Summary and Discussion of the Findings 
A test of the mean score and standard deviations for both hypotheses 
have been made. The t-tests of differences between mean scores and 
standard deviation reached statistical significance at the .01 level 
(t = 2.58) for both hypotheses. These findings were accepted as evidence 
that statistical differences do exist between the two groups on these 
selected characteristics. This means that there is a significant dif¬ 
ference between self-concepts of Black school administrators and the self- 
concepts of the Fitts' Norm Group. In accordance with these findings, 
both null hypotheses were rejected and their alternates accepted. 
The basic question which needed to be answered in the study was: 
"Are there observable differences in the self-concept of Black school 
administrators as reflected by a high degree of personality integration 
when compared with a norm group?" Upon the basis of the findings of this 
study, it was decided that the answer to the above question is "yes, 
there are observable differences in the self-concept of Black school 
administrators as compared to the norm group." 
The study's hypotheses were based on the theory that for an extended 
period of time social science researchers have stated that Black children 
and Black people in general possess a lower self-esteem than other people. 
From the findings of this study, it is clear that Black school adminis- 
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trators do possess a different but not a lower self-concept than other 
groups. It has been found that Black school administrators, in fact, 
possess a significant higher self-concept (i.e., Total Positive Score) 
than other group (i.e., the mean Total P for Black school administrators 
is 360.11, while the mean score for Fitts' Norm Group is 3^5.57). 
Because there are some vast differences in the t-test results of 
the two hypotheses, some additional analyses and discussions of the 




Literature in this study is incorporated under two separate headings: 
1. Additional Findings: Part I and Part II 
Additional Findings: Part I 
Because of the t-test difference in the findings, it was decided to 
take an analysis of the degree of differences among Black school adminis¬ 
trators' self-concept scores. The following table lists those scores 
and their results. 
TABLE 17 
AN ANALYSIS OF THE DEGREE OF DIFFERENCE AMONG BLACK 
SCHOOL ADMINISTRATORS' SELF-CONCEPT SUB-SCORES 
Di fferent Stronqly Different 
Very 
Stronqly Different 
t_ t_ t 
Identity 2.48 Physical Self 3.24 Social Self 6.16 
Self Criticism 2.71 Behavior 3.67 Self- 
Moral-Ethical Self 3-71 Satisfaction 7.58 
Family Self 4.59 Personal Self 8.78 
A two step approach will be used to analyze the above table. Step 
one is on the basis of dividing t-test results into three levels of 
differences ranging from "different", "strongly different," to "very 
strongly different." The second approach analyzes these three levels in 
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terms of differences in the mean score of Black school administrators as 
compared to that of the Fitts' Norm Group. 
According to these t-test levels, Black school administrators are 
least different from the Fitts' Norm Group in their Identity and Self- 
Criticism scores. 
Next, an examination of levels of differences using the t-test 
scores as a measure reveals that Black school administrators as a group 
were "strongly different" in their Physical-Self, Behavior, and Moral- 
Ethical Self, and Family Self scores. (On these tests, Black school 
administrators were describing their functions, their state of health, 
their physical appearance, their skills, moral worth and values). 
Finally, the t-test scores of differences between the Black school 
administrators' self-concept and the Fitts' Norm Group were "very 
strongly different" on the Social-Self, Self-Satisfaction and Personal- 
Self scores. These differences reflect the self as it is perceived in 
relation to others, the feeling of adequacy, individual personality, and 
relationships to others. 
Thus, an interpretation of this data, incorporating t-test scores 
as a measure of differences, suggests that Black school administrators 
were least different in their Identity concept (t = 2.48), "strongly 
different" in their Personal-Self (t = 8.78). 
In addition to the nine sub-scores previously analyzed in Table 17, 
the critical question in relation to these levels of differences is: 
"Whether or not Black school administrators have a higher or lower mean 
score?" The answer to this question is, "Yes, Black school administrators 
do have a higher mean score." 
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The following three tables compare the mean scores of Black school 
administrators and Fitts' Norm Group in terms of "different," "strongly 
different," and "very strongly different." 
TABLE 18 
"DIFFERENT" BLACK SCHOOL ADMINISTRATORS' 





Norm Group Self Concept 
(N = 94) 
Mean 
(N = 626) 








Family Self 74.23 70.83 X 
Self Criticism 30.02  25^54  X 
The "different" means on the family-self scores of Black school 
administrators indicate that they have a significantly higher family 
self-concept than do the Fitts' Norm Group. However, Black school 
administrators also have a lower self criticism score than do the Fitts' 
Norm Group. This indicates that Black school administrators reflect a 
stronger feeling of adequacy, worth, and value as a family member than do 
the Fitts' Norm Group. However, the Black school administrators group 
was found to have a significant difference in their self-criticism scores 
as compared with the Fitts' Norm Group. 
The next table will demonstrate the "strongly different" differences 
between Black school administrators and the Fitts' Norm Group. 
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TABLE 19 
"STRONGLY DIFFERENT" BLACK SCHOOL ADMINISTRATORS' 






Norm Group Self Concept Mean 
(N = 94) 
Mean 
(N = 626) 








I dentity 124.24 127.10 X 
Physical Self 69.28 71.78 X 
Behavior 119.90 115.01 X 
Moral-Ethical Self 73.23  70^33  X 
On the four self-concept test scales of "strongly different," the 
Black school administrators' group had a lower self-concept on their 
Identity and Physical-self scales (i.e., Black school administrators 
124.54 and Fitts" Norm Group 127.10). However, on their Behavior and 
Moral-Ethical-Self scales, the Black school administrators had a higher 
self-concept score than did the Fitts' Norm Group. This means that Black 
school administrators felt good about themselves from both a behaviorist 
and moral-ethical aspect of self. On the other hand, Black school admin¬ 
istrators were not as optimistic as was the Fitts' Norm Group about their 
identity of self and physical attributes. Moreover, Black school admin¬ 
istrators' state of health and physical appearance were not as impressive 
as was the Fitts' Norm Group. 
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TABLE 20 
"VERY STRONGLY DIFFERENT" BLACK SCHOOL ADMINISTRATORS' 






Norm Group Self-Concept Mean 
(N - 94) 
Mean 
(N = 626) 








Social-Self 72.64 68.14 X 
Personal-Self 70.70 64.55 X 
Self-Satisfacti on 115.66 103.67 X 
Black school administrators were very strongly different in thei r 
Social Self, Personal Self, and Self Criticism scores as compared with 
the Fitts' Norm Group. This difference indicated that the Black school 
administrators' sense of adequacy and worth in their social interaction 
with other people was higher than the Fitts' Norm Group. Also, their 
evaluation of their personality apart from body or relationships to others, 
and their differences was greater than the Fitts' Norm Group's mean's 
scores. 
Finally, a summary of these differences and the Black school admin¬ 
istrators' responses, ranging from high to low, are indicated in the 
following table. 
The Summary Table indicates that Black school administrators were 
lower than the Fitts' Norm Group in their Physical Self, Identity, and 
Self Criticism. This is to say that their Personal-Self score was most 
strongly different from the Fitts' Norm Group (i.e., 8.78). However, 
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TABLE 21 
BLACK SCHOOL ADMINISTRATORS' SUMMARY TABLE 
Hiqher Lower 
Self Satisfaction Physical Self 
Personal Self Identity 




their Family Self scale score was least different (i.e., closest) to that 
of the Fitts' Norm Group (2.48). The data in the table indicate that the 
Black school administrators' self-concept scores were higher on six of 
the nine self-concept scales (i.e., self satisfaction, personal self, 
social self, moral-ethical self, behavior, and family self) than the 
Fitts' Norm Group. They were lower on three of the self-concept scales 
(i.e., physical self, identity, and self criticism) than the Fitts' Norm 
Group. This suggests that Black school administrators have difficulty 
in their personal identity, their physical attributes or functioning with 
respect to a state of health and appearance, and their overt defensive¬ 
ness in relation to their Self-Criticism. 
Additional Findings: Part II 
In accordance with the Peter Principle, "given enough time—and 
assuming the existence of enough rank in the hierarchy—each employee 
rises to, and remains at his level of incompetence. He further states 
that in time, every past tends to be occupied by an employee who is 
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incompetent to carry out his duties."^ 
A comparison of mean and standard deviations for the two groups on 
the variables of sex and years in present position is presented in the 
following tables. 
In the analysis of sex, it was decided to take the Total Positive 
scores of the Black school administrators' group and divide them into 
three levels: (1) high, (2) medium, and (3) low. Upon a scanning of 
the hand-plotted data of the Black school administrators' group, it was 
obvious that the frequency of these scores could easily be divided into 
"high," "medium," and "low" groups. The scores falling in the 250-350 
range were considered low. Those scores falling in the 351-375 range 
were considered medium. Finally, those scores falling in the 376-425 
range were considered high. The following table describes the number 
and percentage of the Black school administrators' group whose Total 
Positive scores fell into each of the three levels. 
TABLE 22 
TOTAL POSITIVE SCORES OF MALE AND FEMALE 
BLACK SCHOOL ADMINISTRATORS 
Total Positive Score Number Per Cent 
High (376-425) 26 28.0 
Medium (351-375) 43 46.0 
Low (250-350) 25 26.0 
Totals 94 100.0 
^Lawrence J. Peter and Raymond Hall, The Peter Principle (New York: 
Bantam Books, Inc., 1969)» p. 8. 
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Following his division of Total Positive Scores into three levels, 
a series of cross tabulations were made against them using the variable 
of sex (i.e., male and female). 
The reason for testing Total Positive score difference against sex 
is to see whether or not there are any significant differences in the 
total self-concept according to sex. The purpose is not to analyze those 
differences, but merely to identify the existence of such variables. 
Specifically, is there a basic difference in total self-concept of Black 
school administrators according to sex (i.e., male or female)? 
TABLE 23 
CROSS TABULATION OF THE BREAKDOWN 
OF TOTAL POSITIVE SCORES BY SEX 
Total Positive Score Mai e Female x2 
Hi gh 23% (12) 33% (14) 
Mediurn 55% (28) 24% (15) 4.23 
Low 22% (11) 33% (14) 
Totals 100% 100% 
*.05 level of significance equals 5*99 at two degrees of freedom. 
**.01 level of significance equals 9-20 at two degrees of freedom. 
The above table reveals that among those Black school administrators 
with high Total Positive scores 23 per cent were males and 33 per cent 
were females. This means that 10 mare females had a higher Total Positive 
self concept than males. 
On the medium level of Total Positive self-concept scores, it was 
found that 55 per cent of the males had medium scores as compared to 
only 34 per cent females. This means that 21 per cent more males than 
females fell into the medium score range. 
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Finally, on the low Total Positive range, it was found that 22 per 
cent of the males fell in this group and 33 per cent of females. In 
otherwords, 11 per cent more females than males fell in the low Total 
Positive range. 
The chi-square statistic was used to compare the sex differences 
between male and female Black school administrators. The data in Table 
23 revealed that a chi-square value of 4.23 was obtained, a value which 
does not reveal any significant difference at the .05 level and the .01 
level (chi-square at df = being *.05 = 5-99, and **.01 = 9.20). There¬ 
fore, at both levels a statistical difference did not exist between the 
males and females. 
The Peter Principle Test 
In the following table, Black male school administrators are looked 
at in terms of high, medium, and low years in present position with 
respect to their Total Positive self-concept. 
TABLE 24 
MALE: BLACK SCHOOL ADMINISTRATORS 
Total Positive Score Hiqh (8-26) Medium (3-7) Low (0-2) 
High (376-425) 9% (1 ) 25% (9) 25% (1) 
Medium (351-375) 55% (6) 56% (20) 75% (3) 
Low (250-350) 36% (4) 19% (7) 0% (0) 
Totals 100% 100% 100% (4) 
The data in the above table reveal that the range of Black males 
was 25 per cent (0-2 years) high, 59 per cent (3-7 years) medium, and 
36 per cent (8-26 years) low. One male fell in the high range; 20 
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males in the medium range; and 4 males in the low range. This means that 
the longer a Black male school administrator has been in his present 
position the more likely it is that his Total Positive (self-concept) 
will decline. 
For additional analysis, it was decided that a closer examination 
of the frequencies of the total group of Black school administrators 
might reveal some meaningful insight. The following table lists both 
frequencies and percentages of Black school administrators on their low, 
medium, and high self-concept scales. 
TABLE 25 
YEARS IN PRESENT POSITION OF THE 
BLACK SCHOOL ADMINISTRATORS 
Hi qh (8-26) Mediurn (3-7) Low (0-2) Totals 
f % f % f % f % 
19 20 65 69 10 11 94 100 
According to the statistical frequency distribution of Black school 
administrators and years in present position, 11 per cent of the total 
population was low with a frequency of 10. Twenty per cent of the total 
population was considered high with a frequency of 19 and the remaining 
69 per cent fell into the medium frequency level of 65. This means the 
medium (3-7) years in present position exceeded 50 per cent of the total 
group. 
The table below indicates years in present position of Black female 
school administrators. Specifically, it gives percentage and number of 
persons falling in the indicated years and ranges. 
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TABLE 26 
FEMALE: BLACK SCHOOL ADMINISTRATORS 
Years in Present Position 
Total Positive Score Hi qh (8-26) Medium (3-7) Low (0-2) 
High (376-425) 22% (2) 29% (8) 69% (4) 
Medium (351-375) 22% (2) 39% (ID 33% (2) 
Low (250-350) 56% (5) 32% (9) 0% (0) 
Total 100% (9) 100% (28) 100% (6) 
The above table reveals that the range of Black females was 69 
per cent (0-2 years) high, 39 per cent (3-7 years) medium, and 56 per 
cent (8-26 years) low. Also, 4 females fell in the high range; 11 
females in the medium range, and 5 females in the low range. Therefore, 
this means that the longer Black female school administrators remain in 
their present position the lower their Total Positive self-concept 
becomes. 
The following table represents years in present position of the 
total group of Black male and female school administrators. Also, the 
percentage and number representing the range of years (i.e., high, 
8-26); medium, 3-7; and low, 0-2). 
Five out of a possible ten fell in the high range representing 50 
per cent of the total group of both male and female Black school adminis¬ 
trators. Thirty-one out of a possible sixty-four fell in the medium 
range representing 48 per cent and nine out of a possible twenty fell 
in the low range representing 45 per cent of the total group. This 
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TABLE 27 
TOTAL POSITIVE COMPARED WITH YEARS IN PRESENT POSITION 
OF THE BLACK SCHOOL ADMINISTRATORS 
Years in Present Position 













Totals 100% (20) 100% (64) 100% (10) 
means that there was a slight decline in the Total Positive scores com¬ 
pared with years in present position. The decline represents years in 
present position from a 50 per cent high, to a 45 per cent low in terms 
of their self-concept with years in present position. 
The final statistical additional finding is presented in the 
following three-way table against sex, years in present position, self- 
concept, and Total Positive scores. 
TABLE 28 
YEARS IN PRESENT POSITION 
Years in Present Position 
Hiqh (8-26) Medium (3-7) Low (0-2) 




9% (1) 22% (2) 
55% (6) 22% (2) 
36% (4) 56% (5) 
25% (9) 29% (8) 
56% (20) 39% (11) 
19% (7) 32% (9) 
25% (1) 67% (4) 
75% (3) 33% (2) 
0% (0) 0% (0) 
Totals 100% (9) 100% (9) 100% (36) 100% (28)100% (4) 100% (6) 
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An analysis of years in present position from the statistical data 
presented in the above table reveals that female Black school adminis¬ 
trators start out with a higher self-concept than do males. This means 
that from 0-2 years in present position, females represented 67 per cent 
as compared to males having 25 per cent. However, as time progressed 
through medium (3-7 years) and high (8-26 years) in present position 
the females' group fell lower and lower in their self-concept until 
56 per cent were in the lower range whereas, the male group only fell 
to the 36 per cent low range. This suggests that the longer females 
remain in their present position the lower their self concept becomes. 
On the other hand, males remain somewhat more stable and remain more 
in the medium range in their self concept. 
This analysis lends support to the idea of the Peter Principle 
by demonstrating that in an urban school hierarchy, employees tend to 
rise to their level of incompetence and as a result of doing so, their 
Total Positive self-concept appears to drop with increased years in 
present position. 
The following graph will further illustrate how both Black male and 
female school administrators look in terms of the trend of their Total 
Positive self-concept scores and years in present position. 
In summary, both male and female Black school administrators had a 
much higher self-concept of themselves at the 0-2 year range in their 
present position. However, time and present position seem to have had a 
direct effect on their Total Positive self-concept. The data would seem 
to indicate that the longer Black school administrators remained in 
administrative capacities, the poorer their individual self-concepts, 
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ILLUSTRATION 1 
BLACK SCHOOL ADMINISTRATORS AND THE PETER PRINCIPLE 
(High Total Positive Scores Compared with Years in Present Position 
According to Sex) 
% 
Years in Present Position 
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collectively, seem to become. 
Oguva states: 
Master Isan sent for the treasurer, but when he appeared, 
Isan said "I sent for the treasurer, not you." The 
treasurer did not know what to say. The master next 
sent for the chief monk, but when he came, Isan said, 
"I sent for the chief monk, not you." The chief monk, 
also, was dumbfounded. If the treasurer or the chief 
monk was performing his office with his whole life, 
either might have struck back at the master with, "Don't 
you know, I am the chief monk!" with confidence and 
pride. But neither said a word. What a pity! They 
were only occupying their offices.^ 
Persons with lowered self-concept too often are only occupying their 
offices. What is needed is not to replace them but to raise their Total 
Positive self-concept. 
42. 
'Gyomay M. Kubos, Zen Koans (Chicago: Henry Regney Company, 1973), 
CHAPTER VI 
SUMMARY OF THE STUDY'S FINDINGS 
The basic problem of the study was to investigate the self-concepts 
of a sample of Black school administrators in a large urban city and to 
compare them with the self-concept norms. 
In order to test the idea of whether or not there was a difference 
between the mean's scores of the Tennessee Self Concept Scale and the 
mean's score of Black school administrators, the null hypotheses were 
tested. The first of these hypotheses was H0] 
: ' 'There is no difference 
between Black school administrators and the Fitts' Norm Group in their 
mean's scores on the Total Positive Score of the Tennessee Self Concept 
Scale. 
After which, a t-test of the difference between the mean's score of 
Black school administrators and Fitts" Norm Group's Total Positive Score 
demonstrated that there was a significant difference between the two 
groups (t = 24.07 significant at the .01 level equals 2.58). Thus, it 
was concluded that the null hypothesis H0-| was rejected and its alternate 
Ha.j accepted. In short, it was concluded that "there is a difference 
between Black school administrators and the Fitts' Norm Group on their 
Total Positive Score of the Tennessee Self Concept Scale." 
The second hypothesis Ho2 stated: "There is no difference between 
the Black school administrators and the Fitts' Norm Group on any of the 
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nine sub-scale scores of the Tennessee Self Concept Scale. 
Nine sub-hypotheses were tested in order to demonstrate whether or 
not Black school administrators were significantly different from the 
Fitts' Norm Group on any of the nine sub-scales which composed the 
Tennessee Self Concept Scale. 
The test of the nine sub-scales demonstrated that Black adminis¬ 
trators were significantly different from Fitts' Norm Group on all of 
the sub-scale tests. The "t"-tests of difference ranged from 3*85 to 
27-95 with the .01 level of significant difference continuing to be at 
2.58. 
Thus, it was concluded that the null hypothesis HQ^ should also be 
rejected and that its alternate Ha2 should be accepted. In short, it 
was concluded that H^: "There is a difference between Black school 
administrators and the Fitts' Norm Group on all of the nine sub-scale 
scores of the Tennessee Self Concept Scale." The answer to the basic 
question of the study as to whether or not the self concept of Black 
school administrators is different from that of other groups could be 
answered in the affirmative. The present study has demonstrated that 
Black school administrators do have different self-concepts from other 
groups. 
Summary of Additional Findings 
In addition to the test of the study's major hypotheses, the data 
provided for an analysis of the degree of _t-test difference of Black 
school administrators and other groups on the sub-scale tests of the 
Tennessee Self Concept Scale. 
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In the first two parts of the analysis, the chief findings from 
this analysis were: 
(a) Black school administrators were lower than the Fitts' Norm 
Group in their Physical Self, Identity, and Self-Criticism 
scores. 
(b) Black school administrators were closest to the Fitts' Norm 
Group (3.85). 
(c) The Black school administrators' self-concepts were higher 
than the Fitts' Norm Group on six of the nine sub-scales 
(i.e., Self-Satisfaction, Personal-Self, Social Self, 
Moral-Ethical Self, Behavior, and Family-Self. 
(d) Black school administrators were lower than the Fitts' 
Norm Group on three of the Tennessee Self Concept Scales 
(i.e., Physical-Self, Identity, and Self-Criticism. 
A second part of these additional findings included an analysis of 
two other important variables, sex and years in present position. 
The "Desegregation" report of December, 1965 states: 
. . . teaching long has been an important occupation 
for the educated Black man—particularly in the South, 
where it was one of few outlets for his talents. As a 
result, teachers have become the backbone of many Southern 
rural communities, and their absence will be a sociological 
shock.1 
It was discovered that sex is not significantly related to the Total 
Positive Self-concept of Black school administrators (a chi-square test 
of significant difference of the high, medium, and low levels of the Total 
^"Desegregation," School and Society, XCVII (December, 1965), 
p. 470. 
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Positive scores of the male and female Black school administrators 
yielded a = 4.23 which was not significant at even the .05 level = 
5.99 at 2df = two degrees of freedom). 
The analysis of the years in present position variable was actually 
a preliminary social scientific test of the Peter Principle "given 
enough time—and assuming the existence of enough rank in the hierarchy— 
each employee rises to, and remains at, his level of incompetence." 
The results of this test demonstrated that there was a slight 
decline in the Total Positive scores compared with years in present 
position. The decline also represents years in present position from a 
50 per cent high to a 45 per cent low in terms of the Total Positive self 
concept of Black school administrators and years in present position. 
At the completion of this study's test of the Peter Principle, it 
was decided that a critical examination of the sex variable of Black 
school administrators might be able to yield additional information. 
Thus, a two way comparative table of years in present position and the 
male Black school administrators was made. A similar table was con¬ 
structed on the female Black school administrators. The findings of 
each of these tables were: 
The Black male school administrators' years in present position 
represents a 25 per cent high (0-2 years), a 56 per cent medium (3-7 
years), and a 36 per cent low (8-12 years). This indicates that the 
longer a Black male school administrator remains in his present posi¬ 
tion, he more likely it is that his Total Positive self concept will 
decline 
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Factors Limiting the Study's Findings 
The chief limitations concerning the findings of the study are: 
1. The population sample consisted of one major eastern urban 
school system. 
2. There was no random sample of the Black school administrators 
in that system. However, a 59 per cent return rate was 
received on the questionnaires. 
3. A self-administered questionnaire was used. 
Cone!usions 
The above limitations, of necessity, restrict the conclusions which 
can be drawn from this study. Nevertheless, the following facts and 
conclusions can be made: 
1. It is a fact that Black school administrators have a 
different self-concept from the group they were tested 
against. Therefore, it can be concluded that Black school 
administrators have a unique self-concept, worthy of more 
study. 
2. The longer one remains in his present position the lower 
his self-concept seems to become. This finding supports the 
Peter Principle, that in a hierarchy, every employee tends 
to rise to his level of incompetence. 
3. Both Black male and female groups had a high level of self- 
concept at the 0-2 year level. However, as years in present 
position increased (i.e., 26 years), this self-concept 
appeared to decrease. In fact, with time Black female 
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administrators had a much lower self-concept than did the 
Black male administrators. 
Imp!ications 
A number of implications can be derived from the above findings and 
conclusions. These implications will be related to the three major areas 
of focus in the study. 
(a) Educational administration has become one of the greatest 
challenges in today's history. That is, the equalizing of 
academic opportunities through both the racial and socio¬ 
economic integration of school enrollments appears an 
impossible task. More financial and human resources need to 
be directed toward increasing and improving knowledge and 
understanding of the school desegregation problem. Finally, 
many Black administrators have been displaced, demoted, dis¬ 
missed, assigned to jobs outside their field of competence, 
or even returned to the classroom as teachers at reduced pay, 
status, and prestige. Such experiences have caused irrepar¬ 
able damage to their self-esteem. 
(b) Black school administrators are in great demand in the pre¬ 
dominantly Black schools, especially junior high and high 
schools. More important, they are also seriously needed in 
the predominantly white elementary and junior high schools. 
Children in the United States are still being deprived of 
the experience of knowing, first hand, the contributions 
made in our culture by the Black race. At the same time, 
Black children oftentimes fail because they are, first of all, 
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expected by their white counterparts to fail, and, second, 
the whole American educational system is presently designed 
to encourage their failure. Therefore, it comes as no 
alarming surprise that Blacks—young and old, educated and 
uneducated—must unify in an effort to structure meaningful 
educational strategies, policies, organizations, that will 
defend their existence in an increasingly sophisticated and 
competitive white collar world. 
(c) Man has always been interested in understanding the causes 
of his actions. It was during the Middle Ages when he began 
to give serious thought to his non-physical self. Since 
then, philosophers through the ages have continued to examine 
and discuss the self. Fitts and others reported that there 
is a relationship between perceptions of self and the way 
one reacts to life's happenings. Persons with positive 
self-concepts gave evidence of being able to use both 
negative and positive experiences to enhance their growth, 
while persons with negative self-concepts become increasingly 
defensive, weary of life and other people as a result of 
negative experiences. 
Further Research 
The conclusions of this study and the above implications suggest 
that the following further research be made in this area: 
1. Replicate the present study in a number of urban and rural 
areas for both Black and white school administrators. 
2. Test the self-concept of public and private educational 
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administrators at all the major levels within education (i.e., 
public schools, higher education, adult continuing education). 
3. Test the self-concept of Black school administrators in 
several large urban areas over a million population where 
Blacks are in the majority and compare it with similar cities 
where Blacks are in the definite minority in terms of adminis¬ 
trative positions. 
The Black female school administrators began their years in present 
position with a high range of 69 per cent (0-2 years), a medium range of 
39 per cent (3-7 years), and a low range of 56 per cent (8-12 years). 
This data indicated that the longer Black female administrators remain in 
their present position, the lower their Total Positive self-concept also 
becomes. 
In order to complete the analysis of these additional findings, a 
three-way cross tabulation of all three variables of Total Positive, 
years in present position and sex was made. The results of this table 
demonstrates that from 0-2 years in present position females represented 
69 per cent. However, as a result of time in terms of the medium (3-7 
years), and high (8-12 years) in present position, the female group 
demonstrated a much lower self-concept until their low range was 56 per 
cent, whereas the male group fell to a 36 per cent low. This indicated 
that the longer the Black female administrators remain in their present 
position the lower their self-concept becomes, although males tend to 
remain somewhat stable and maintain a medium level of the range in terms 
of their self-concept. 
This finding lends support to the idea of the Peter Principle by 
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demonstrating that in an urban school hierarchy, employees tend to rise 
to their level of incompetence, and as a result of doing so, their Total 
Positive self-concept appears to decline with increased years in present 
posi tion. 
Closing Statement 
The future does not look bright in terms of successful leadership for 
Black school administrators in large urban areas. However, changes in 
terms of "take over" need to be looked at more carefully with regard to 
the best possible education for all our nation's youth regardless to 
where the leadership comes from. Therefore, we must get the best from 
our leaders when they assume the leadership role. It is only then that 
we can look for a prosperous future for our youth, both Black and white 
in our American educational system. 
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SCHOOL PRINT YOUR NAME IN THE BOXES PROVIDED. THEN BLACKEN THE 
CIRCLE BELOW WHICH MATCHES EACH LETTER OF YOUR NAME. 
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The statements in this inventory are to help you describe yourself as you see yourself. Please respond to them as if you 
were describing yourself to yourself. Do not omit any item! Read each statement carefully; then select one of the five 
responses listed below. Erase completely any answer you wish to change and mark your new answer. 
Completely Mostly Partly false Mostly Completely 
false false and true true 
RESPONSES Partly true 
C M M C 
F F PF - PT T T 
1 2 3 4 5 
When you are ready to start, find the box on your answer sheet marked Time Started and record the time. When you 
have finished, record the time finished in the box on your answer sheet marked Time Finished. Erase any stray marks 
on your answer sheet. 
TENNESSEE SELF CONCEPT SCALE 
1. I have a healthy body  1 
2. 1 am an attractive person  2 
3. I consider myself a sloppy person  3 
4. 1 am a decent sort of person  4 
5. 1 am an honest person  5 
6. I am a bad person  6 
7. 1 am a cheerful person  7 
8. 1 am a calm and easy going person  8 
9. I am a nobody  9 
10. I have a family that would always help me in any kind of trouble  10 
11. I am a member of a happy family  1  
12. My friends have no confidence in me  12 
13. I am a friendly person  13 
14. I am popular with men  14 
15. lam not interested in what other people do  15 
16. 1 do not always tell the truth  16 
17. I get angry sometimes  17 
18. 1 like to look nice and neat all the time  18 
19. I am full of aches and pains  19 
20. I am a sick person  20 
21. 1 am a religious person  21 
22. I am a moral failure  22 
23. I am a morally weak person  23 
24. I have a lot of self-control   24 
25. 1 am a hateful person  25 
26. I am losing my mind  26 
27. 1 am an important person to my friends and family  27 
28. I am not loved by my family  28 
29. I feel that my family doesn’t trust me  29 
30. 1 am popular with women  30 
31. I am mad at the whole world  31 
32. I am hard to be friendly with  32 
33. Once in a while 1 think of things too bad to talk about  33 
34. Sometimes, when I am not feeling well, I am cross  34 
35. I am neither too fat nor too thin  35 
36. 1 like my looks just the way they are  36 
37. I would like to change some parts of my body  37 
38. 1 am satisfied with my moral behavior  38 
39. I am satisfied with my relationship to God  39 
40. 1 ought to go to church more  40 
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41. lam satisfied to be just what I am  41 
42. I am just as nice as I should be  42 
43. I despise myself  43 
44. I am satisfied with my family relationships  44 
45. 1 understand my family as well as I should  45 
46. I should trust my family more  46 
47. Iam as sociable as I want to be  47 
48. I try to please others, but I don’t overdo it  48 
49. I am no good at all from a social standpoint  49 
50. I do not like everyone I know  50 
51. Once in a while, I laugh at a dirty joke  51 
52. 1 am neither too tall nor too short  52 
53. I don’t feel as well as I should  53 
54. I should have more sex appeal  54 
55. Iam as religious as I want to be  55 
56. I wish I could be more trustworthy  56 
57. 1 shouldn’t tell so many lies  57 
58. Iam as smart as I want to be  58 
59. I am not the person I would like to be  59 
60. I wish I didn’t give up as easily as I do  60 
61. I treat my parents as well as I should (Use past tense if parents are not living)  61 
62. Iam too sensitive to things my family say  62 
63. I should love my family more  63 
64. I am satisfied with the way I treat other people  64 
65. I should be more polite to others  65 
66. I ought to get along better with other people  66 
67. I gossip a little at times  67 
68. At times I feel like swearing'  68 
69. I take good care of myself physically  69 
70. I try to be careful about my appearance  70 
71. I often act like I am “all thumbs”  71 
72. I am true to my religion in my everyday life  72 
73. I try to change when I know I’m doing things that are wrong  73 
74. I sometimes do very bad things  74 
75. I can always take care of myself in any situation  75 
76. I take the blame for things without getting mad  76 
77. I do things without thinking about them first  77 
78. I try to play fair with my friends and family  78 
79. I take a real interest in my family  79 
80. I give in to my parents. (Use past tense if parents are not living)  80 
81. I try to understand the other fellow’s point of view  81 
82. I get along well with other people  82 
83. I do not forgive others easily  83 
84. I would rather win than lose in a game  84 
85. I feel good most of the time  85 
86. I do poorly in sports and games  86 
87. I am a poor sleeper  87 
88. I do what is right most of the time  88 
89. I sometimes use unfair means to get ahead  89 
90. 1 have trouble doing the things that are right  90 
91. I solve my problems quite easily  91 
92. I change my mind a lot  92 
93. I try to run away from my problems  93 
94. 1 do my share of work at home  94 
95. I quarrel with my family  95 
96. I do not act like my family thinks I should  96 
97. I see good points in all the people I meet  97 
98. I do not feel at ease with other people  98 
99. 1 find it hard to talk with strangers  99 
100. Once in a while I put off until tomorrow what I ought to do today  100 
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The focus of the study is on metropolitan Black school administra¬ 
tors and not a specific geographical area. Therefore, throughout this 
study the specific urban system of the Atlanta Public Schools was not 
identified. 
This was done in order that the readers' focus would remain upon 
the idea of Black school administrators and not shift to any undue 
concern over the Atlanta City Public School System per se. 
ATLANTA PUBLIC SCHOOLS 
ADMINISTRATION BUILDING 224 CENTRAL AVE . S W. ATLANTA. GEORGIA 30303 
DIVISION OF 
RESEARCH AND DEVELOPMENT July 30, 1973 
o 
ON 
Norris L. Hogans 
3015 Thrasher Circle 
Decatur, Georgia 30032 
Dear Mr. Hogans: 
Your proposal for a research project in the Atlanta Public School 
System, Self-Concept As An Index of Personality Integration of 
Black School Administrators in Atlanta, Georgia, has been 
reviewed. Your proposal has been approved provided: 
  You secure the approval of the principal (s) * of the school (s) 
prior to conducting the study. 
X One bound copy of the completed study and ten copies of an 
abstract will be filed with this office. 
X You consider an instrument more appropriate than the 
Tennessee Scale. This is up to you, however. 
A copy of this notice of approval is being sent to: Mr. J. Y. Moreland, 
Area I Superintendent, Mr. J. Paul Todd, Area II Superintendent, 
Dr. H. Mark Huie, Area III Superintendent, Mr. Cecil M. Thornton, 
Area IV Superintendent, Mr. Alvin Dawson, Area V Superintendent, 
and Dr. Hugh Moss. 
Sincerely, 
APS: jh 
53S HUS Sîr&fât S.IE. AUanta, Géorgie 30312 
Norris L. Hogans, Director Ocie J. Irons, Principal 
July 31, 1973 3 4 ’334 
Dear Administrator: 
This letter is to introduce myself to you and ask you to help 
me by taking a few (Approximately 15 minutes) to complete the 
enclosed questionnaire and the Tennessee Self Concept Scale. My 
name is Norris L. Hogans, Administrator, Smith High Community 
School, Public School System, Atlanta, Georgia. 
Presently I am enrolled in the Department of Educational 
Administration School of Education at Atlanta University. I have 
completed all my requirements leading to the Ph.D. degree except 
one, my dissertation. My proposed study has been accepted and 
approved by the Atlanta Public Schools Research and Development 
Staff and my Doctoral Committee. The enclosed questionnaire and 
the Tennessee Self Concept Scale will provide the necessary data for 
the completion of the dissertation. 
I would appreciate it greatly if you would, upon receiving 
the material, take the same amount of time needed to complete the 
instrument. Please do not sign your name. The final data will be 
used for analysis. 
I realize that you are quite busy and this request represents 
just one more demand upon your time but, and I’m quite sure you 
realize how important it is to me, you'll help me with this study. 
When completed the results should benefit those who took part 
in the study, the Public School System of Atlanta and all those 
students who hopefully will receive their education training in 
the city. 
A self-addressed stamped envelope is enclosed for your con¬ 
venience. Please return both the Tennessee Self Concept Scale and 
the questionnaire as soon as possible. 
Thanking you in advance, 
Norris L. Hogans 




PERSONAL DATA FORM 
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PERSONAL DATA FORM 
Please check the appropriate block that represents you in the following 
iterns: 
1. Indicate Present Position: 
A. Assistant Principal  Area Superintendent  
B. Principal  Assistant Principal  
C. Central Office Staff  Area Office Staff  Coordinator  
Director  Supervisor  Other  
2. Male  or Female  
3. Number of Years in Present Position  
4. Number of Years in The Atlanta System  
5. Number of Years in Public Education  
6. Highest Degree Held: B.A.  M.A.  Specialist  or 
Doctorate  
7. Highest Certificate Held: 4 year  5 year  6 year  
7 year  
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Coding Sheet for Computer Card Key Punching 
Format Codes: 
Card Number 2 
Column $4-55 Present Position: 1. Assistant Superintendent 
2. Area Superintendent 
3. Principal 
4. Assistant Principal 
5. Central Office Staff 










Sex: 1 - Male 2 - Female 
Number of years in Present Position 
Number of years in Atlanta System 
Number of years in Public Education 
Highest Degree Held: 1. - B.A. 3. 
2. - M.A. 4. 
Column 69 Highest Certificate Held: 1-4 years 
Specialist 
Doctorate 
3- 6 years 
4- 7 years 2-5 years 
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Explanation of the Null Hypothesis 
A hypothesis is generally stated in two parts, the null hypothesis 
and the alternative hypothesis. Kaplin states that: 
The alternative hypothesis against which the null 
hypothesis is to be tested. The null hypothesis is 
stated negatively and is, therefore, called a hypothesis 
of no difference. The symbol for the null hypothesis 
is Ho. The alternative hypothesis is stated positively, 
and is called a hypothesis of difference. The symbol for 
the alternative hypothesis is Ha.^ 
Null Hypothesis and Type I and Type II Errors 
According to Kaplin, two types of errors may be made: 
If the null hypothesis is actually true and it is 
called false, a Type I error has been made. If it is 
actually false, and is called true, that is, it is not 
rejected, a Type II error has been made. 
Thus a Type I error occurs if the null hypothesis is rejected when 
it is true. A type II error occurs if the null hypothesis is not 
rejected when it is false, when actually the alternative hypothesis is 
true. 




ERRORS THAT MAY BE MADE 
HYPOTHESIS TESTING 
A1ternative Accept Ho Accept Ha 
Ho is true No error Type I error 
Ha is true Type II error No error 
^Lawrence J. Kaplin, Elementary Statistics for Economics and 
Business (New York: Pittman Publishing Corporation, 1966), p. 131. 
APPENDIX E 
STATISTICAL TEST AND FORMULAS 
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THE CHI-SQUARE TEST 
THE CONCEPT: While the normal, binomial, and Student t distribu- 
tions are useful in solving a variety of problems, some problems require 
other probability distributions. The chi-square probability distribu¬ 
tion is one of these. 
One of the many important applications of the chi-square distri¬ 
bution is in determining whether differences between observed frequencies 
and theoretical or expected frequencies may be attributed to chance. 
BACKGROUND: The chi-square test of goodness of fit compares theo¬ 
retical frequencies, also called expected or computed frequencies, with 
observed frequencies in order to ascertain if the discrepancy is or is 
not greater than might be expected to occur by chance. 
FORMULA: 
2 
( (fo " ft)2) 
X  - s (  
< ft ) 
where ^ = sum of 
fQ= observed or actual frequencies 
ft= theoretical (expected or computed) frequencies 
X2= chi-square 
INTERPRETATION OF THE VALUE OF X2: The curve fit is good if the X
2 
o o 
value is small, and bad if the X value is large. If X^ = ), agreement 
between observed and theoretical frequencies is perfect. The greater 




BACKGROUND: The t distribution was developed by William S. Gossett 
(1867—1937)* and published in 1908 under the pen name "Student." 
Employed by the Guinness Brewery in Dublin, at the time, he published 
his work under a pen name because of a company rule forbidding such 
independent work. The distribution is now known as the Student t distri- 
tion. Gossett proved that the normal distribution could not be applied 
to a small sample, or one in which the number of items, jn, is less than 
30. 
FORMULA: 
t - Population of Instrument 
- Standard Deviation 
- Square root of number 
t = t score 
x = mean of group 
Population of Instrument 
Square root of number 
= Standard deviation 
INTERPRETATION OF THE t-TEST: The normal probability distribution 
depends upon its mean and standard deviation; the binomial probability 
distribution depends upon the probability of success in a single event, 
the number of independent events in a trial, and the stated number of 
successes; but the t distribution depends upon degrees of freedom. A 
different t_ distribution is available for each number of degrees of 
freedom. 
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The smaller the sample size, the more widely dispersed is the t 
distribution. However, as the sample size increases the t^ distribution 
blends into the normal probability distribution. 
As the sample size increases, t values in the .05 column approach 
1.96, the z value for the 95 per cent confidence interval, and the t 
values in the .01 column approach 2.576, the z value for the 99 per cent 
confidence interval. Thus, as sample size increases, the _t distribution 
takes on the shape of the normal curve. 
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